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CHAPTER I
INTRODUCTION
Background of the Problem
In recent years, many people have come to believe
that public schools must reconstitute themselves in order to
meet the changing needs of a society facing many great
challenges. Certain educators have come to the realization
that reconstitution of the public schools will require con-
cepts of staffing far more flexible than those which
presently exist throughout most of the nation.
Many facets of our society have found that differ-
entiated functional roles and operating styles are not only
beneficial, but essential. Because teachers obviously also
differ in interest, knowledge, and competencies, educators
have begun to experience a need to devise new ways for the
educational system to accommodate positions that vary in
responsibility, authority, and function. By organizing the
schools to capitalize upon the specialized talents of in-
dividual teachers, educators have come to expect that the
educational process will be improved not only for teachers,
but for the students and community as well. It is from this
philosophical base that the concept of differentiated
staffing has arisen.
1
2An initial Flexible Staffing Proposal, to be
included in the Consortium Proposal of the State of Florida
as part of the Education Professional Development Act of
1967, was approved by the Dade County School Board on
September 17, 1969* It was the plan of this program that
individual schools, after a year-long inservice study
become involved in their own model development efforts.
In June, 1970 the Northeast District was designated
as the representative for Dade County's involvement in the
Florida State Department of Education's School Staffing Study,
in cooperation with the U.S. Office of Education. The
Northeast District Superintendent was given administrative
responsibility for the project. Norwood Elementary was
selected, with faculty approval, as a pilot school and
charged with the responsibility of developing an individual
design for differentiated staffing to be implemented in
September, 1971*
A project director was hired in September, 1970*
Norwood then selected a representative Steering Committee
to gather and study preliminary data. A formalized design
was to be completed by February 15. 1971*
Beginning in September, 1970 the Steering Committee
analyzed Norwood's educational needs and philosophies in
terms of how these could be met through a differentiated
pattern of staff utilization.
3Following this analysis by the Steering Committee,
the entire Norwood staff participated, in the development of
a prospectus entitled "A Program for Differentiated Staffing-"
Within this program were stated thirty-one objectives they
i
hoped to achieve through this differentiated staffing plan
in relation to the school staff, the community, and the
students. The prospectus was approved by the Dade County
Board of Public Instruction on April 14, 1971.
Realizing that it would be extremely difficult to
focus their attention on thirty-one broadly stated objectives
during the first year of the project, the Norwood staff and
the project director more carefully scrutinized the objectives.
This resulted in the selection and refinement of six of the
objectives to be used as focal points of attention for the
first year of the project.
The six objectives which were selected are stated
below in the form in which they were refined.
1. To increase individual student achievement in reading
comprehension and math computation.
2. To cultivate an educational climate conducive to
positive student attitudes about school.
3* To cultivate positive community attitudes about the
school and education.
To insure that maximum teacher time be spent on high
level professional tasks.
4 .
45» To insure that the professional staff has a high
degree of job satisfaction and a feeling of goal
accomplishment
.
6. To demonstrate that a differentiated staffing
organizational design such as Norwood Elementary
School’s provides unique training opportunities for
teachers and student teachers.
With these objectives as the focus of attention the
Norwood differentiated staffing program began in June, 1971
with the summer inservice training session for the profes-
sional teaching staff. The first year of the project was
scheduled to terminate at the end of the school year in
June, 1972.
In the present study, the investigator has provided
an historical description of the significant events leading
to the development and operation of the Norwood Differentiated
Staffing Project. Through analysis of these incidents and
an assessment of the project's effectiveness in meeting the
six stated objectives, recommendations have been made con-
cerning the utilization of a flexible staffing organizational
pattern in the improvement of education*
Statement of the Problem
The major objectives of this study were: (1) to
identify the principal actors and incidents influencing the
inception, organization, and implementation of the Norwood
5Elementary School Differentiated Staffing Program, and (2)
to determine the relative effectiveness of the program in
meeting six selected objectives of the Norwood Program, as
stated by the Norwood staff prior to the initiation of the
• I
operational-instructional phase of the program.
The specific purposes of the study were:
1- Through a study of documents from the Florida State
Department of Education, the Florida School Staffing
Study, the Dade County School District, the Northeast
District of Dade County Schools, and local documents
from Norwood Elementary School, identify the major
actors and incidents crucial to the inception,
organization, and implementation of the Differentiated
Staffing Project at Norwood Elementary School.
2. Through a study of documents from the Florida State
Department of Education, the Florida School Staffing
Study, the Dade County School District, the Northeast
District of Dade County Schools, and local documents
from Norwood Elementary School, determine those
aspects of the Differentiated Staffing Program unique
to Norwood Elementary School.
3 . Through the use of the pretest-posttest equivalent
control group experimental design, determine the
cognitive changes which took place in the Norwood
students as a result of participating in the Norwood
program* These cognitive changes related speciiically
6to the students’ achievement in reading comprehension
and math computation.
4. Through the use of the pretest-posttest control group
quasi-experimental design, determine the attitudinal
changes which took place in the Norwood students as
a result of participating in the Norwood program.
These attitudinal changes related specifically to the
positive or negative student attitudes toward school.
5* Through the use of non open-ended questions in a
series of three structured telephone surveys, deter-
mine change in the parents’ attitudes toward the
Norwood program.
6. Through the development and implementation of the
’’School Personnel Weekly Task Log Procedure," deter-
mine the professional level of the tasks being
performed by the teachers, interns, and teacher
aides in the Norwood program.
7* Through the use of the pretest-posttest quasi-
experimental design determine the attitudinal
changes which took place in the teachers on the
Norwood staff as a result of participating in the
Norwood program* These attitudinal changes specifical-
ly related to the professional staff 's perception of
job satisfaction, and a feeling of goal accomplish-
ment, and sense of alienation.
78. Through the use of a series of structured inter-
views and questionnaires, determine the attitudes of
the professional staff and the interns toward the
inservice and preservice training opportunities pro-
vided for these persons as a result of participating
in the Norwood program.
9* Through the use of a two phase posttest-only control
group quasi-experimental design, determine the
cognitive changes which took place in the teachers
on the Norwood staff as a result of participating in
in the summer workshop sessions. These cognitive
changes related specifically to the teachers' gain
in the knowledge of the concepts presented during the
workshop sessions.
10. Through on-site observations made by the investigator,
and through various unobtrusive measures, such as:
informal discussions with the teaching staff and
interns, statements made by consultants and other
visitors and correspondence materials, determine the
relative degree to which the six selected objectives
have been accomplished.
11. Through an analysis and synthesis of the findings
generated from the procedures described above (items
three through ten)
,
develop conclusions focusing on
the relative degree to which the six selected
objectives of the Norwood Differentiated Staffing
8Program have been reached. These conclusions were
based on emergent patterns rather than on specific
or isolated instances.
12. From the conclusions developed from the study,
develop recommendations relating to: (a) changes
which should be made for the second year of the
program, (b) procedures to be used in the assessment
of the program for the second year, and (c) the com-
ponents of the Differentiated Staffing Program, and
the assessment program which could be adapted by
other schools.
Definition of Terms
Differentiated staffing .—In the present study,
"differentiated staffing" refers to the organization of staff
resources within a school according to different levels of
responsibility, role function, and compensation. The terms
"differentiated staffing" and "flexible staffing" will be
considered synonomous.
The Florida School Staffing Study .—The Florida
School Staffing Study is a component of the Florida State
Department of Education in Tallahassee. It is responsible
for the administration of United States Office of Education
funds granted through the Education Professional Development
Act to the local differentiated staffing project.
9The Dade County School District The State of
Florida is divided into sixty-seven districts which are
termed "counties.- The Dade County School District is the
largest of these.
The Northeast_District . -
—The Northeast District is
one of six decentralized divisions of the Dade County School
District and the one in which Norwood Elementary School is
located. In the present study, the terms "District" and
"Northeast District" will be considered synonomous.
Operational-instructional chase . --The term
"operational-instructional phase" refers to that time period
which begins in September, 1971 and includes those activities
necessary for the actual operation of the school for the
purpose of educating students. Differentiated staffing
became operational at Norwood on June 14, 1971 when the
staff engaged in training they felt to be necessary prior
to the start of the operational-instructional phase.
Assumptions in the Study
1. Respondents will react candidly and honestly to
questions concerning the strengths, weaknesses,
and general value of the various aspects of the
Norwood program*
2. Respondents will react to attitudinal instruments in
terras of their own attitudes as felt at the time of
responding to the items.
10
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Limitations of the Study
1’ The Present study is concerned with only the informa-
tion obtainable for investigation and judged to be
pertinent to the stated objectives of this investiga-
tion.
2. The present study, as a whole, is limited to the
time period from September, 1969 to April 1, 1972.
The assessment of the effectiveness of the operational
phase is limited to the time period from June 14,
1971 to April 30, 1972. Therefore, generalities
deduced from this limited time period may, likewise,
be limited in scope.
3« The nature of the specific objectives to be assessed,
as were stated prior to the operational-instructional
phase by the Norwood Elementary School staff, influence
the types of measurement criteria which can be utilized.
Since certain portions of these objectives contain
subjective elements, the Instruments used to measure
these objectives may, perforce, lack precision.
4. Because some of the research data cited within this
study was gathered from internally conducted surveys,
there is a possibility of bias.
5- The investigator is the director of the Differentiated
Staffing Project at Norwood, perhaps having led him
to seek out information favorable to the project*
11
Design of the Study
The study has Incorporated two types of designs:
(1) a case study method, and (2) a multifaceted assessment
design. These methods as they have been used in the present
study are described in the following sections.
The use of the case study method
Data from varying unobtrusive sources were analyzed
in order to describe the inception, planning, organizational,
and operational phases of the Norwood Elementary School
Differentiated Staffing Project and to identify the major
actors and incidents relative to these phases.
As stated previously, purpose number one of the
study has been to describe the inception, organization, and
implementation of the Differentiated Staffing Project at
Norwood Elementary School in order to identify major actors
and incidents. To accomplish this objective, data from such
sources as the following were analyzed: (1) U.S.O.E. Grant
Reports as distributed through the Florida School Staffing
Study, (2) correspondence from the Norwood Steering Committee,
(3) reports from SPU Institute Conferences, (4) dissemination
bulletins from SPU, (5) reports from the Florida School
Staffing Study and (6) interviews wijh local and state
officials
.
Purpose number two of this study, as stated previously,
has been to determine those aspects of the Differentiated
12
Staffing Program unique to Norwood Elementary School. To
accomplish this purpose, data from sources such as the
following were analyzed: (1) memorandums and other cor-
respondence material from the District Superintendent to
local schools, (2) State of Florida Grant Reports, (3)
memorandums and other correspondence material generated by
the Norwood staff
, (4) minutes from the meetings of the
Review Advisory Committee, (5) reports from the Florida State
University Evaluation Team, (6) correspondence materials from
the Florida State Department of Education, (?) observations
and reports of planning workshops conducted with the Norwood
staff, (8) minutes from the Dade County School Board meetings,
(9) interviews with local district and county school officials,
and (10) the prospectus entitled "A Program for Differentiated
Staffing."
The data obtained from these sources has been analyzed
and synthesized; and subsequently presented in narrative form.
The resulting narration provides a background for the second
phase of the present study which is the assessment of the
degree of accomplishment of the six selected objectives for
the Norwood program.
The use of the assessment design
The second phase of the study has incorporated a
multifaceted assessment design. These assessment approaches
were used to determine the effectiveness of the Norwood
13
programs in meeting the six selected objectives. Following
is a list of these objectives and the means by which they
were assessed in the present study.
Objective #1 To increase individual student academic
achievement in reading comprehension and
math computation.
Assessment.. procedures used .—To assess this objective,
the Metropolitan Achievement Tests in Reading Comprehension
and Math Computation were administered to a stratified random
sample of over 100 students at Norwood Elementary School in
September, 1971* The Metropolitan Achievement Test was also
administered to a matched group of over 100 students from a
school similar in geographic location and in the socio-
economic constituency of its population. The individual
student scores on the .Metropolitan from both schools were
compared at each grade level and the control and experimental
groups were selected from the initial group of students
according to the following procedures:
1. For each grade level tested, students from Norwood
and School X were matched according to sex and
stanine in Reading yielding 103 matched paris.
2. For each grade level tested, students from Norwood
and School X were matched according to sex and
national stanine in Mathematics Computation , yielding
ninety-nine matched pairs.
14
In January, 1972 all the students still in attendance
at the experimental and control schools were retested on the
Metropolitan Reading and Mathematics Computation tests. The
mean grade equivalent scores for each grade level at Norwood
were compared with the mean grade equivalent scores for each
grade level at School X. To determine whether the differences
in mean gain scores for the two schools were significant, the
data \tfas subjected to an analysis of variance*
Objective #2 To cultivate an educational climate conducive
to positive student attitudes about school.
Assessment procedures used .—To assess this objective,
the School Morale Scale was used as the primary instrument.
The School Morale Scale was administered to fifty students at
Norwood and fifty students at School X. These students were
chosen by a random selection process from the students on the
attendance rolls for grades two through six.
The School Morale Scale was administered to these
students in October, 1971 and again in February, 1972. The
mean scores for the two groups were compared for each of the
seven categories represented by the subscales of the School
Morale Scale and the differences weie subjected to an analysis
of variance
•
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Objective #3 To cultivate positive community attitudes
about the school and education.
Assessment procedures used .—-To assess progress in
meeting this objective, Norwood community attitudes were
surveyed by means of a series of three structured telephone
surveys. These were conducted as follows:
1. In October, 1971 fifty parents were called, thirty
of whom were selected at random from the group of
parents whose children took the School Morale Scale.
The remaining parents were selected randomly from
the attendance rolls. Each parent was asked the
same questions in the same manner.
2. In February, 1972 additional parents were called.
The parents called were selected at random from
those parents who had not been contacted previously.
3. In April, 1972 the third telephone survey was con-
ducted. This survey included fifty randomly selected
parents who had not been contacted previously to
respond to the telephone survey.
The same questions were asked in the same manner for
all three surveys. The basic form of this survey was adapted
from an instrument devised to measure community attitudes by
the Project Lighthouse (Title III-ESEA Project No. OEG
3-7-7031873574) staff.
16
The data from the survey was processed and presented
in tabular form. An analysis of variance was used to
determine the statistical level of significance of the
differences which appear among the three surveys.
Objective #4 To insure that maximum teacher time be
spent on high level professional tasks.
Assessment procedures used : In order to assess
accomplishment of this objective, an instrument called the
School Personnel Weekly Task Log was used. The Task Log was
developed in the following manner.
While formulating the plans for their differentiated
staffing program, one of the activities the Norwood staff
participated in was an analysis of the teaching act. The
teachers "brainstormed" in order to analyze the various com-
ponents comprising "teaching." The tasks were then cate-
gorized according to complexity; most complex (highly pro-
fessional), less complex (less professional), and least
complex (paraprofessional and clerical) . The resulting lists
were refined until a total of sixty tasks emerged- These
consisted of twenty level I tasks (most professional),
twenty-two level II tasks (less professional), and eighteen
level III tasks (least professional) . The items were
scrambled and reassembled in the form of a log.
In the present study, each teacher, intern, and
teacher aide self-administered the Task Log each week* Their
17
responses were weighted according to the level and number of
times the task was performed. The weighted responses were
then totaled and an average score derived.
The data from these responses was presented in
tabular form, and the findings were analyzed. This analysis
consisted of an attempt to determine trends from week to
week, and to determine if the level of tasks which the
teachers, interns, and teacher aides performed were sub-
stantially different.
Objective #5 To insure that the professional staff has
a high degree of job satisfaction and a
feeling of goal accomplishment.
Assessment procedures to be used : In order to assess
the accomplishment of this objective, a primary tool which
was utilized was the Purdue Teacher Opinionaire (PTO) . The
Northeast District, Dade County Schools, in order to obtain
a measurement of teacher morale, administered the Purdue to
the various schools in June, 1971* Norwood was included in
this administration of the PTO.
For the present study the PTO was administered to
the Norwood staff again in February, 1972 * The data was
analyzed in three different ways.
1. The mean scores of the Norwood staff were compared
with the mean scores of the Northeast District.
18
This comparison was made for each of the ten sub-
categories comprising the PTO.
2. A comparison of the results of the two administra-
tions conducted at Norwood was made* This comparison
was made for each of the ten subcategories comprising
the PTO.
3* The mean scores of the June, 1971 administration of
the PTO at Norwood were compared with the mean scores
of the June, 1971 administration at School X, the
previously identified control school. This comparison
was made for each of the ten subcategories comprising
the PTO.
The raw data from the administration of the PTO was
processed at the Measurement and Research Center at Purdue
University, Lafayette, Indiana by Ralph Bentley, a developer
of the instrument. The analyses of the processed data for
determining statistical levels of significance in the compari-
sons was made by subjecting the processed data to an analysis
of variance.
In addition to the PTO, the Peck Sense of Power
Scale was also used to assess the accomplishment of objective
#5* The Sense of Power Scale was administered to the Norwood
teaching staff in October, 1971. and again in April, 1972.
A comparison of the results of the two administrations was
made, and the differences were subjected to an analysis of
variance
.
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Objective #6 To demonstrate that a differentiated
staffing organizational design such as
Norwood Elementary School's provides
unique training opportunities for teachers,
student teachers, and other staff members.
Assessment procedures to be used .—In an attempt to
assess the effectiveness of the summer training experiences,
structured interviews were conducted with the Norwood teach-
ing staff and the interns in October, 1971. The following
five questions were asked:
1* What were the major strengths of the summer workshop?
2. What were the major weaknesses of the summer workshop?
3* What specific aspects of the summer training program
have you utilized so far?
4. What areas should have been included which were not
included?
5* Do you have any additional comments?
The responses to these questions were summarized and
analyzed and presented in narrative form.
In an attempt to assess the effect of opportunities
afforded teachers and student teachers during the normal
school year two questionnaires relative to this objective
were prepared and administered in February, 1972. One,
designed to assess the perceptions of the teacher trainees,
was administered to all the Norwood interns. The following
20
questions were asked:
1* What advantages has the differentiated staffing
program at Norwood provided you with as opposed to
a traditional teacher education program?
2. If you do not feel that any unique advantages have
been afforded you by the Norwood program, what
suggestions do you have for altering the program
so that it could aid you more?
The second questionnaire was formulated to tap
teacher perceptions of
: (1) the student teacher program at
Norwood, and (2) the opportunities for professional growth
afforded by the differentiated staffing program at Norwood-
This questionnaire was administered to the team coordinator,
the master teachers, and the teachers. The following
questions were asked:
1. How has the differentiated staffing design at Norwood
aided you in the training of interns?
2. If it has not aided you, what suggestions for improve-
ment do you have?
3* How has differentiated staffing at Norwood aided your
professional growth? (For example: has it given you
unique experiences in organizing for instruction,
learning new techniques of supervision, etc.?)
4. If it has not aided your professional growth, how
would you like to see the differentiated staffing
program amended so that it could aid in this regard?
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In addition to the interviews and questionnaires, the
Teacher Cognitive Test ms administered to the Norwood
teachers in October, 1971 and again in March, 1972. This
test was constructed by various individuals who were not a
part of the regular teaching staff at Norwood, but who were
involved in the summer training. Questions for the test were
also solicited from various consultants who had conducted the
summer workshop sessions. All questions were put into a multi-
ple choice form by the investigator. Twenty questions were
constructed for administration.
The Teacher Cognitive Test was administered twice
to the Norwood teaching staff and once to fifteen teachers
randomly selected from School X. (The teachers from School
X did not participate in the workshop sessions). The mean
scores were compared, and means were subjected to an analysis
of variance
•
Unobtrusive measures to be used
Various unobtrusive measures were used in the
present study for the purpose of supplementing the data
obtained from the assessment procedures described above.
These unobtrusive measures included: (1) on-site informal
observations by the investigator, and (2) comments from con-
sultants and other visitors.
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Development of conclusions
Data from all the above sources was analyzed and
synthesized, and conclusions were drawn on the basis of
emergent patterns rather than specific or isolated instances.
Significance of the Study
Flexiole staffing patterns are being experimented
with on a nationwide basis. Generally, the goals of such
staffing reorganizations are to: (1) utilize teachers more
(2) develop greater professional commitment
among teachers, and (3) create more effective learning
climates for children.
The Norwood Differentiated Staffing Project was
designed to accomplish these goals, and, in addition, to
provide unique training opportunities for preservice and
inservice personnel. A documented study of the school's
experiences in pursuit of these goals should prove important
not only to the school itself, but also to other schools,
either engaged in, or contemplating, establishing flexible
staffing arrangements.
The Norwood project is unique in that the federal
government has granted funds to the State of Florida in order
that a flexible staffing program be implemented in schools to
be chosen by the State. Other differentiated staffing pro-
jects have had funds directly granted at the local level with
control remaining with the U.S. Office of Education. The
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progress of the present effort may have an important effect
on future funding of this type, wherein the U.S. Office of
Education permits the state to control the allocation of
federal education resources. In this context, a descriptive
study of the Norwood Differentiated Staffing Project and an
assessment of its relative effectiveness could prove valuable.
Because the Norwood Differentiated Staffing Project
emphasizes cooperative university-school training of pre-
service and inservice teachers, under the auspices of a state
education agency, it could have implications for future
practices in teacher education. The results of a study such
as is reported herein might be of value to those interested
in alternative forms of teacher education and certification.
The study is also significant due to the fact that in-
corporated Ttfithin it are a number of unique assessment pro-
cedures. The knowledge gained through the development,
implementation, and refinement of these assessment procedures
could be valuable to university personnel and public school
personnel in their attempts to implement more flexible, yet
valid and reliable assessment methods in other school dis-
tricts
Organization of the Diosertation
In Chapter I of the dissertation, the problem was
described and its background given. The design of the study
,
its limitations, and its significance also were presented.
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Chapter II includes a review of the literature as it relates
to the problem. Chapter III describes the Norwood Elementary
School and details the initiation, planning, organization,
implementation, and operation of design of the Norwood
Differentiated staffing Project. Chapter IV describes the
methodology used for assessing the effectiveness of the
Norwood program in meeting the six selected objectives. In
Chapter V is a presentation and analysis of the data generated
through the assessment procedures used in the study. Chapter
VI includes the summary, conclusion and implications.
CHAPTER II
REVIEW OF RELATED LITERATURE
In Chapter I, the problem was described and its
background provided. The limitations of the study were
declared, terms were defined, and the design of the study was
set forth. The significance of the study was also discussed.
Chapter II includes a review of the literature on differ-
entiated staffing as it relates to the problem.
Definitions of Differentiated Staffing
During the last decade the term "differentiated
staffing" has been used extensively in educational circles.
In fact, it has been used so extensively and applied to so
many varying contexts
.
that the meaning of the term itself has
often been obscured or confused. Dwight Allen, in commenting
on this in a 1970 speech, cautioned that the term has been so
overused and misapplied that there is a distinct possibility
of its becoming meaningless .
^
It seems appropriate, therefore, to examine various
definitions of the term. Although a precise definition
acceptable to all can probably not be constructed, basic
^Dwight W. Allen, Speech delivered at the Northeast
Conference on Individual Instruction, Wynadach, N.Y., May 17,
1970.
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commonalities can be noted. The NSA National Commission on
Teacher Education and Professional Standards (NCTEP3) defines
differentiated staffing as follows
:
Apian for recruitment, preparation, induction, and con-
tinuing education of staff personnel for the schools that
would bring a much wider range of manpower to education
than is now available. Such arrangements might facilitateindividual professional development to prepare for in-
creased expertise and responsibility as teachers which
would lead to increased satisfaction, status and material
reward •
^
An important point common to all definitions of
differentiated staffing concerns status and remuneration.
NCTEPS delineates this when it states that status and financial
reward are based on the complexity and intensity of the task
rather than being dependent on the performance of similar
tasks at different levels of quality.^
Edelfelt, as executive secretary of NCTEPS, has con-
strued differentiated staffing as an extension and refinement
of team teaching and the 11 teacher and his staff" concept and
reiterates that differentiated staffing is more than a
vertical hierarchy since it allows for the different interests,
abilities, and ambitions of teachers. He suggests that dif-
ferentiated staffing in addition to mere differentiation, also
provides for both a training and a career ladder.^
^NEATEPS
,
Position Statement on the Concept of Dif-
ferentiated Staffing (Washington, D.C.; NEA, Nay 11, 1969 )
,
p. 1 •
3Ibid.
^Roy A. Edelfelt, "Is It Worth the Risk?" Washington
Memo (Washington, D-C-: NEA, April, 1970), p* 11*
2 ?
A concise definition emerged from the Cherry Creek,
Colorado Differentiated Staffing project.
Differentiated staffing is a personnel design and system
organization that seeks to make more effective and effi-
cient use of human and non-human resources through abetter definition of job tasks and functions and differ-
entiation of role, status, competencies, and rewards.
5
Barbee’s definition seems to be in essential agreement with
the Cherry Creek project’s. He goes one step further, how-
ever, when he states that the differentiated staffing concept
involves not only carefully prepared definitions of the many
teaching functions, but also "seeks new ways of analyzing
essential teaching tasks and creative means of implementing
z'
new educational roles." 0
Smith broadly construes differentiated staffing when
he notes that:
The major difference in the differentiated teaching staff
is that it offers many services at the immediate classroom
level and the services are offered by the immediate teach-
ing staff . Differentiated staffing is a design to attract
manpower. It seeks to make use of the talents not only of
the educational community but the community as a whole.
Differentiated staffing offers a new dimension and versa-
tility in education.'
Olivero acknowledges the problem in arriving at one
definition of differentiated staffing since experience with
Cherry Creek Public Schools, Differentiated Staffing
(Englewood, Colorado: Cherry Creek Public Schools, 1969),
p. 15-
z
°Don Barbee, "Differentiated Staffing: Expectations
and Pitfalls," Write-in-Papers on Flexible Staffing Patterns
,
No. 1 (Washington, D*C.: NEA TEP3, March, 1969) , P-""4.
7
Rodney Smith, "A Teacher is a Teacher is a Teacher?"
Florida Schools
,
September-October, 1968, p. 1?.
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the concept naturally affects one’s definition of the term.
He feels that the only consistent common element in differ-
entiated staffing schemes might be job responsibilities,
functions, and rewards (usually of a monetary nature).^
English concurs that no set definition of differ-
entiated staffing exists since, at present, many models with
a variety of conceptual bases are being proposed and field
q
tested.
Allen lists only three conditions essential to a true
differentiated staffing structure.
I* A minimum of three different staff teaching levels,
each having a different salary range.
2. A maximum salary at the top teaching category that is
at least double the maximum at the lowest.
3* Substantial direct teaching responsibility for all
teachers at all salary levels, including those in the
top bracket. 10
Recognizing the limitations of choosing one definition,
but cognizant of the need for operational focus, the investi-
gator has chosen to adhere somewhat to Olivero's definition.
In this study, therefore, "differentiated staffing" refers to
the organization of staff resources within a school according
g
°James L* Olivero, "The Meaning and Application of
Differentiated Staffing in Teaching," Phi Delta Kappan , LII
(September, 1970), 36.
9
Fer> T -Tick English, "Questions and Answers on Differ-
entiated Staffing," Today’s Education , LVIII (March, 1969),
53-5^*
-^Dwight W. Allen, "A Differentiated Staff: Putting
Teacher Talent to Work," in Educational Manpower , ed. by James
L* Olivero and Edward G. Buffie (Bloomington: Indiana Univer-
sity Press, 1970), pp. 149-68. (Hereinafter referred to as
"A Differentiated Staff.")
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to different levels of responsibility, role function, and
compensation.
Rationale for Differentiated Staffing
Although there may be disagreement as to the defini-
tion of the term, the reasons for the establishment of
differentiated staffing arrangements are more uniformly
acknowledged.
The following discussion centers around four major
areas generally conceded to be basic to the need for establish-
ment of differentiated staffing designs. These are:
!• The lack of career incentive in the traditional model
of the teaching profession.
2. The ineffectiveness of current teacher education
programs
.
3* The need for individualization of instruction for
students and the desirability of treating teachers
as individuals.
4. The increasing complexity of society and the pro-
liferation of technological developments.
Career incentive
Educators have long realized that teaching has not
offered the status, prestige or financial remuneration of
other professions. Indeed, teaching has often been regarded
as more job than profession. If highly qualified and com-
petent teachers are to be retained, then the nature oi che
teaching profession itself might require restructuring.
30
English views differentiated staffing as the
organizational system that can turn the job of teaching into
a career. Through advancement in a differentiated staffing
system, teachers who wish to further themselves are permitted
to advance as teachers rather than having to move into admin-
istration or even out of the field entirely. 11
As Earl phrases it,
The lack of career patterns and holding power in educa-
tion is reflected by the number of trained teachers who
never teach and by the considerable number who pass
through the profession on their way to motherhood or
other careers and by the fact that advancement, prestige
and high material reward come only through promotion out
of the classroom.
I
2
Corwin points out that the "career ladder" aspect of
differentiated staffing organizational designs can serve to
circumvent the "dead end" quality of teaching which often
forces many teachers to leave the classroom. He points out
that differentiated staffing could increase commitment not
only to teaching in general, but also commitment to specific
fields within teaching. In this way, promotion could be used
as a reward for those teachers who have been unusually effective
in dealing with certain types of problems without requiring
13
them to abandon their area of specialization.
11English, op. cit ., p- 53*
12
S. A- Earl, "Differentiated Staffing," Educational
Data Retrieval System , ED 036 885 , October 10, 1969-
^Ronald G. Corwin, "Enhancing Teaching as a Career,"
Today's Education , LVIII (i-iarch, 1969). 55*
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Donald Hair feels that "the express purpose of
differentiated staffing is to give teachers the chance to
advance in status and salary and yet remain in teaching." 1^
Differentiated staffing could be the vehicle for
increasing the status of the teaching profession by providing
for greater teacher participation in decision making* Kevin
Ryan observes that the formation of a differentiated teaching
staff will lead to more teacher participation in the decision-
making process. He feels that such participation at present
is regrettably limited to salary matters. He sees teachers
in a differentially staffed school as having a real voice in
policy making. 1 ^
More effective teacher education
The traditional model of teacher preparation has been
condemned on many counts- A differentiated staffing design
which incorporates university/school cooperation has been
looked to as the means of establishing more effective and
relevant teacher education programs. Differentiation could
offer more gradual and natural induction into the profession.
On-the-spot, germane, inservice programs could be provided.
The theory-practice gap could be narrowed as career-long
1
A
Donald Hair, "Differentiated Staffing and Salary
Pattern Underway in Kansas City," School and Community ,
April, 1969. P* 14.
1
^Kevin A. Ryan, "Where Are We Going and How Can We
Get There?" The Teacher and His Staff; Dif ferentiating
Teaching Roles (Washington, D • C . : NEA TEP3~, 19 0 3 V, PP • 72 ~
8j:
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education and re-education become a natural component of the
school’s functioning. According to Earl, "experience with
differentiated staffing could result in much more effective
programs for educating teachers." 16
The Cherry Creek, Colorado project is an exemplifica-
tion of this viewpoint. The project is, in reality, a dual
model which seeks: (1) to improve teacher education through
university/school cooperation, and (2) to enable schools to
develop differentiated instructional roles and salaries. 1 ?
Individualization
The Association of Classroom Teachers of the National
Education Association, in studying differentiated teaching
assignments, concluded that such an organizational arrangement
Is an effective use of human resources because it recognizes
the individual differences of teachers. Such flexible staff-
ing patterns would enable teachers to assume responsibilities
commensurate with their interests, talents, and abilities.
Opportunities for teachers to identify their personal strengths
and weaknesses and to develop new areas of competence would be
1
8
provided.
16
Earl, op. cit .
^University of Colorado-Cherry Creek Schools Teacher
Education Proposal, "Proposal for a Continuation Grant,"
Project (Englewood, Colorado: University of Colorado-Cherry
Creek Public Schools, 1969), P* 7*
l6
"ACT Viewpoints, " Today’s Education , LVIII (March,
1969 ), 60-61 .
33
Dwight Allen succinctly states the point, "All the
talk in education today about meeting the individual needs of
students indicates that attention tc individual differences
among teachers is long overdue ." 19 According to Allen, non-
differentia ted staffing patterns perpetuate the waste of
teacher time and talents. ».
. .we staff schools as though
differences in teacher ability don't exist or don't matter
if they do ." 20
It is also argued that differentiated staffing pro-
vides for more effective individualization of instruction for
students. "Differentiated staffing could provide more man-
power to diversify and individualize programs, offering
alternative modes of participation in the instructional
process," according to Edelfelt . 21
A differentiated staffing project in Minnesota's
Mounds View School System has based its changed organizational
structure on the premise that such change is necessary in order
to individualize instruction and learning . 22
Lierheimer points out that whatever a student's needs,
he will profit from his school experiences if his teacher is
197Allen, "A Differentiated Staff," p. 169 .
20Ibid.
21Edelfelt, op cit .
,
p. 11.
22Mounds View School System, A Elexible Differentiated
Staff Model for Continuous Progress Individualized Learning
(Moundsview, Minnesota: Mounds View School System, n.a.)
.
34
performing in the capacity for which he is specifically
qualified. . .a teacher succeeding in a role that fits
his talents and interests radiates success to his pupils."
Technological and
societal complexities
Proponents of differentiated staffing such as McAshan
see the need for structural reform of education in order to
meet the needs of a complex and changing society.
It is not practical to expect any teacher to be pro-
ficient in all of the activities that are required to
produce a model program. Therefore, the interests and
strengths of each teacher need to be determined so that
they may assume the role that will enable them to con-
tribute the most and that which will ultimately give them
the most satisfaction.
Buffie and Smith appear to concur with this rationale
for the establishment of differentiated staffing designs.
The differentiated staffing pattern offers one alternative
to coping with the complex problems of educating tomorrow's
youth, a very promising alternative because it provides
maximum opportunity for people to marshal their collective
talents in the most effective manner possible. °
Corwin notes that our school system suffers from a
structural lag. He views the emergence of differentiated
23^Alvin P. Llerheimer, "An Anchor to Windward," Write -
in-Papers on Flexible Staffing Patterns , No. 2 (Washington,
D • C • : NEA TEPS
,
April, I969 ) V P- 14.
H. McAshan, "Differentiated Staffing: Questions
and Answers" (paper presented at Teachers' Conference,
Saskatoon, Saskatchewan, November 25, 1968), p. 2. (Mimeo-
graphed. )
25lbid .
2
^Edward G. Buffie and Gerald Smith, "Educational Man-
power in Perspective," in Educational Manpower ed- by James L.
Olivero and Edward G. Buffie (Bloomington: Indiana University
Press, 1970), p. 296 .
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staffing as the response to four interrelated societal and
technological developments: the knowledge explosion; the
necessity of specialized knowledge; the deflection of teachers
from teaching func oions as a result of increasing bureau-
cratization; and the technological revolution which is making
the self-contained classroom obsolete. 22
Potential Disadvantages of
~~
Differentiated Staffing
As Barbee points out, there is as yet no system or
scheme devised by man without its drawbacks and limitations.
According to him differentiated staffing, while appearing to
be an important and viable idea, is no exception and also
p Qhas its potential pitfalls and limitations.
The discussion which follox^s points out the potential
disadvantages of differentiated staffing. The areas to be
considered are:
1. The unproven effect of differentiated staffing and the
lack of empirical confirmation as to its effective-
ness .
2. Various monetary concerns such as merit pay and cost
of implementation.
3* The possible diminution of teacher contact with
students
.
22Corwin, op. clt .
,
p. 56-
28
'Barbee, op • clt . , p. 5*
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4. Additional unresolved questions posed by classroom
teachers which relate to* (a) the relative importance
of the teaching process per se and the organizational-
administrative aspects of the teacher’s role, (b) the
nature of the personnel hierarchy, (c) the possible
unevenness of teacher role performance, (d) the pos-
sibility of divisiveness in the teaching staff, ( e )
the matter of differential remuneration, and (f) the
difficulty of assigning differential tasks an appro-
priate place in the hierarchy.
Unproven effect of
differentiated staffing
Barbee has said that improvement in the quality of
the learning situation for students should be the ultimate
aim of differentiated staffing programs. 2 ^ Yet, as Lown notes,
the presumption that changed organization will, perforce, im-
prove learning has yet to be confirmed.-^ 0 Lee and Joan
Firester refer to this lack of empirical evidence.
Although it is assumed that increased staff differentia-
tion will improve the educational opportunity for pupils
there is, in fact, no substantive evidence that this is
so. Further, there is no hard evidence that finer dif-
ferentiation, even with clear career lines characterized
by improved rewards and incentives, will upgrade or has
upgraded the quality of the educational personnel
29Ibid.
^Donald E« Lown, "Proceed with Deliberation on Dif-
ferentiated Staffing," Washington Memo (Washington, D.C*: NEA
April, 1970), p- 11.
-^Lee Firester and Joan Firester, "Differentiated
Staffing: Some Reflections," Washington Memo (Washington,
D.C.: NEA, April, 1970), P- 9*
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Monetary concerns
There is some concern among educators that differ-
entiated staffing is merely a vehicle for the establishment
of merit pay schemes.-^ 2 Merit pay refers to the establish-
ment of salary differentials on the basis of performance
quality on similar tasks. Proponents of differentiated
staffing state, however, that differentiated staffing seeks
to establish salary differentials on the basis of the degree
of responsibility, and not the nature of task performance.
The fear among many teachers is that without adequate teacher
participation in the planning of differentiated staffing
organizational designs, differentiated staffing will soon
assume the guise of merit pay. There is also some apprehen-
sion that ill-informed or ill-intentioned legislators will
pass laws which, while supporting differentiated staffing,
will actually mandate merit pay. v
In an NEA publication, classroom teachers expressed
the fear that a staffing pattern of differentiated teaching
assignments might be used to cut school budgets. A few
teachers would receive high salaries, but the vast majority
34
of teachers would receive relatively low salaries-
^Edelfelt, on. cit ., p. 11.
^Olivero, op. cit ., p. 36.
-^Association of Classroom Teachers, Classroom
Teachers Speak Out On Differentiated Teaching Assignments
(Washington, D.C - : NEA, March", 1969 ) » P* 19
•
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There are those, however, who feel that a major draw-
back to differentiated staffing Is the higher cost of Its
implementation when contrasted to non-traditional staffing
designs. Many differentiated staffing projects are now
receiving support from E.P.D-A. funds as well as from under
other U.S.O.E. titles. If additional districts wish to
establish flexible staffing designs, or if those presently
funded projects should lose their federal support, the
question of whether the local school district can afford the
r$arbee also notes that there is no evi-
program remains.
^
dence whatsoever to suggest differentiated staffing can he
accomplished with a decrease in expenditures . 88
Lack of student contact
Articles supporting the differentiated staffing con-
cept may assert that teaching and the one who teaches are the
most important components in an educational system. Yet, the
proposed salary schedule ” provides pay in inverse proportion
to the time spent with students
•
Edelfelt also mentions this drawback, but feels that
the resultant increase in the quality of student contact more
than compensates for the loss in contact quantity . 88
35
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'Edelfelt, on. cit .
, p. 12 .
'Ibid.
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Association of Classroom Teachers, op. cit.
,
p. 78 .
'Edelfelt, op. cit., p. 12.
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Additional unresolved questions
Other unresolved but potentially troublesome questions
have been enumerated by the Association of Classroom Teachers
of the National Education Association.
1* actual teaching process as important as the
planning and other supportive tasks related and
essential to teaching? 'What are or will be the
criteria for judging the relative importance of the
various teaching roles?
2. Can differentiated staffing be accomplished only by
estaolishing a new hierarchy? Is there not a system
by which different personnel assume different roles
at different times? Might not horizontal rather than
only vertical movement for the teacher or a plan of
rotating assignments be equally effective?
3 • Is a good teacher necessarily a good coordinating
teacher or a good curriculum planner or a good learn-
ing analyst? Might not one teacher be best equipped
to be the coordinating teacher in one area but per-
form as a regular staff teacher in another area?
4. Will differentiated staffing foster greater solidar-
ity among teachers, or will specialization and
differentiation be a divisive factor?
5* If teaching is the primary function of the teacher,
and since the teacher’s status is related to his
degree of remuneration, can any plan be successful if
it is implemented on the ’oasis of the hierarchy
described in most differentiated staffing plans?
6. Are the various assignments in differentiated teaching
so specialized that they fall automatically into a
hierarchical pattern? Cannot certain tasks conceivably
be performed by certain teachers under certain con-
ditions but by other teachers under other conditions?
If one accepts the premise that each individual has
both strengths and weaknesses, does a hierarchical^
system maximize strengths and minimize weaknesses?-^
Guidelines for Experimenting with
Differentiated Staffing
Various educators interested in the concept have
suggested that certain conditions must be met in order to
39'ACT Viewpoints," Today’s Education , LVIII (March,
1969 ), 60 - 61 .
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Implement differentiated staffing successfully. The follow-
ing discussion considers these guidelines for experimentation.
As Edelfelt has pointed out, the involving of teachers
in planning for differentiated staffing is crucial.^ Bernard
McKenna has listed some guidelines for education experimenta-
tion which he feels have particular pertinence to differentiated
staffing designs.
1. In order to be effective, experimentation with dif-
ferentiated staffing should be considered in the
broad context of educational objectives, and not
merely considered as a revamping of organizational
relationships and job definitions.
2. Decision making should be decentralized to the
building level rather than being left as the pre-
rogative of remote agencies and personnel.
3* Differentiated staffing models should be implemented
in those schools where personnel are eager and
enthusiastic about participating. Administrative
imposition of the concept on unwilling faculties will
probably not produce positive results.
4. Not only teachers, but also students, teacher educa-
tors and paraprofessionals and parents should be
involved in planning and experimenting with differ-
entiated staffing.
5* The teacher education component (both pre- and in-
service should be built-in to differentiated staffing
experiments through the establishment of working
relationships with colleges and universities.
6. The literature on related concepts such as team teach-
ing, the non-gradea concept and the use of educational
paraprofessionals should be consulted.
7* An experimental climate should be established in order
to make differentiated staffing a learning experience
for all concerned.
8. Provisions for ample planning time for teachers should
be built-in to the differentiated staffing model.
9. Local teachers professional organizations should be
involved in the planning.
10.
Evaluation plans, both internal and external, should
be part of the differentiated staffing model from the
outset.
40Edelfelt, on . cit . , p. 11*
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11 ’ °r
^
er ?° Prevent a differentiated staffing systemfrom developing rigidity (the bane of the traditional
system) new roles will have to be continuously iden-tified and developed. x
Barbee notes that although differentiated staffing is
attractive, it should not be considered a panacea. He also
discusses some interesting guidelines for the implementation
of differentiated staffing. He cautions that a differentiated
staffing arrangement with its hierarchy of levels might lead
to "status hiatus." He suggests that those who have prime
responsibility in a differentiated staffing organizational
design have an obligation to minimize rant distinctions,
thereby helping to set a tone of openness where creativity
can flourish.
He mentions that personality conflicts are bound to
arise in a differentiated staffing situation and that measures
for the resolution of personal and interpersonal problems
should be devised.
Barbee warns against the stagnating possibility of
over-specialization. He suggests that staff members be
encouraged to go beyond an assigned sphere of operation and
that job definitions not be allowed to become "operational
strait jackets .
"
Barbee concurs with Edelfelt in his admonition that
decision-making may be delimited in a differentiated staffing
4l
Bernard H. McKenna, "Some Guidelines for Experi-
mentation with Differentiated Staffing," Washington Memo
(Washington, D.C.: NEA, April, 1970). P* 13*
42
operation. Like McKenna, he proposes that differentiated
staffing programs guard against bureaucratic tendencies and
insure wide involvement in decision-making
.
42
The Emergence of Differentiated Staffing
Various aspects of differentiated staffing have been
endorsed by J. Lloyd Trump, Myron Lieberman, and Dwight W.
43Allen. It is generally conceded that credit for the proto-
type of present differentiated staffing models belongs to
Allen who presented his plan to the California State Board
of Education in 1966 . 44
Rodney P. Smith sees the concept of team teaching,
which evolved in the late fifties, as a precursor of dif-
ferentiated staffing. He observes that under the impetus
of nSEA
, the Head Start model with its lead teacher, certain
teacher aides, assistant teachers, etc. was actually an in-
cipient form of differentiated staffing. 4^
Federal involvement in
differentiated staffing
It is patently obvious that federal involvement has
been a potent force in the development and proliferation of
42Barbee, op. cit
,
p. 7-
^3 J. Lloyd Trump and Dorsey Baynham, Guide to Better
Schools: Focus on Change (Chicago: Rand McNally", 19 S 7 ) , pT
19; Myron Lieberman, The Future of Public Education (Chicago:
University of Chicago* Press, i960 ), pp. 95-100; Allen, "A
Differentiated Staff," pp. 149-68.
^Differentiated Staffing," Nation’s Schools
,
LXXXV
(June, 1970), 43-46.
4
^" Round Table Interview: How Three Administrators
View Differentiated Staffing Problems," Nation’s Schools ,
LXXXV (June, 1970), 46-47-
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differentiated staffing projects. As a result of its efforts
to carry out the provisions of the Education Professions
Development Act of 1967
. the USOE's Bureau of Educational
Personnel Development has had a great impact on the character
of school staffing designs . 46 Don Davies, the Associate
Commissioner of Education, Bureau of Educational Personnel
Development, sees EPDA as an investment in the future and the
means to bring about needed change in education . 4 '
7
The Beaverton, Oregon Differentiated Staffing Project,
in its request for refunding under EPDA, notes that their
guideline and policy group (The District Differentiated Staf-
fing Committee) has unanimously adopted the following United
States Department of Health, Education, and Welfare project
criteria. These are excerpted below.
1. No unit smaller than an entire school should be
differentiated
.
2. The maximum salary of the highest paid teacher should
be at least double the maximum salary of the lowest
category of professional personnel.
3* All instructional staff should spend at least 25 per
cent of their time in direct contact with pupils.'
4. All instructional staff in the unit designated as
operationally differentiated should be on a differen-
tiated salary schedule.
5* The differentiated roles of the instructional staff as
well as the selection criteria for those roles should
be clearly delineated.
6 . Differentiated staffing generally accompanies other
organizational and curriculum changes and usually
46Buffie and Smith, op
. clt .
,
pp. 263-96.
47Don Davies, "Education Professions Development:
Investment in the Future," American Education
, XXII (February,
1969), 9-10
•
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^S1 ^deL Sfe ?ializatlon of staff, requiring thesubstantial development of new teaching roles.
The School Personnel Utilization (SPU) Program of
the U.S. Office of Education (Bureau of Educational Personnel
Development) has played a major role in the encouragement of
organizational innovations. SPU functioned to administer
EPDA funds and has financed training activities directed at
educators. These programs were intended to provide educators
with the necessary skills for developing and implementing
differentiated staffing models .
^
The original goals and objectives of SPU (originally
entitled the More Effective School Personnel Utilization
Program) as presented by the U.S.O.E. are reproduced below.
The goal of the School Personnel Utilization Program
is to create Institutional change by reorganizing the teaching
and administrative staffs of elementary and/or secondary
schools. In order to bring this about the School Personnel
Utilization Program has established the following objectives.
1* To create a number of differentiated staffing patterns
which include the following elements:
a) Differentiated functions of all school personnel
including teachers, administrators, and para-
professionals.
b) Differentiated salaries according to functions
and roles.
Beaverton School District, Second Year Proposal
Request for Grant (Beaverton, Oregon) Beaverton School District
48
,
1970-1971.
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'Michael DeBloois, "Towards a Conceptual Model for
Evaluating Organizational-Structural Innovations , " (paper
presented at Florida State University, Tallahassee , Florida,
n • d
•
)
( Mimeographed
.
)
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c) Flexible instructional time schedule*
d) Differentiated instructional modes.
2. To improve the management, organizations, instruction-
al and technological skills and attitudes of pro-fessional personnel.
3* To bring about changes in student attitudes and
achievement.
4. To increase community participation in the education-
al system.
5* To encourage State Education Agencies to change their
certification procedures.
6. To promote the participation of local teacher organi-
zations in major decisions.
7* To encourage universities to make changes in in-
service and pre-service programs. 5®
During the 1970-71 school year, twenty-two School
Personnel Utilization Projects were being funded by U.S.O.E.
Through the SPU Resource Center at the University of
Massachusetts, materials and information on these projects
were made available for dissemination. General information
on differentiated staffing and training could be obtained by
teaching and administrative personnel in order to assist
them in establishing contemplated staff reorganization.
Project Descriptions
In the following section, various well-known dif-
ferentiated staffing projects will be described. Where
available, Indications as to their success in implementing a
differentially staffed organization will be Included.
-^Department of Educational Research, An Analysis of
the School Personnel Utilization Programs. Goals and Objec-
tives with Suggested Revisions , Vol. II (Tallahassee, Florida:
Florida State University, 1971)
•
^Leadership Training Instutute for School Personnel
Utilization Resource Center (reference. University of
Massachusetts, n.d.) (Mimeographed*)
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Tsjltele_. Ci ty , California
Temple City’s Oak Avenue School is probably the first
United States school to differentiate. The publicity given
to the project by the various agencies involved in its develop-
ment (the Kettering Foundation, U.S.O.E. and NCTEPS) has made
Temple City if not the first, at least the most well-known
differentiated staffing project-
^
2
In 1965 Jack Rand, Temple City’s Superintendent,
invited Dwight Allen to Temple City to discuss differentiated
staffing. The original Temple City model was developed by
Allen and presented to the California State Board of Educa-
tion in the spring of 1966 . Subsequently, the Superintendent
appointed a staff committee to be under the direction of
Fenwick English to draft a proposal to the Charles F* Ketter-
ing Foundation of Denver, Colorado for a study grant. Late
in 1966, Kettering gave the district an initial grant of
$41,840.
It was at this point that the project almost collapsed-
On the Project Steering Committees, teachers were outnumbered
by administration. Recognizing the impasse, Rand reorganized
the Steering Committee and established seven task forces with
teachers comprising the majority. Allan Shuey , biology
teacher and president of the local AFT, provided the leadership
52Joseph Stocker, "Differentiated Staffing in Schools:
A Review of Current Policies and Programs," Educational_Data
Retrieval System , ED 042 7^7 (1970).
^7
for the task force responsible for the development of the
differentiated staffing model.
In September of 1967 the model was presented to all
the teachers by the teacher-developers. After further
critiquing and revision, the model was presented to the Board
and subsequently received approval.
In the spring of 1968 the Steering Committee chose
Oak Avenue school as the site of implementation. EPDA funds
in the amount of s300,000 were applied for and received for
the 1970-71 school year. This enabled the district to en-
gage in a training program. Elements of differentiated
staffing were extended to almost all the district schools
during this time period*
Temple City's differentiated staffing plans have been
characterized by a high degree of teacher involvement and have
been clearly evolutionary in nature. Three district models
have been devised. The first was principally the product of
Dwight Allen's thinking. The second was the result of the
Teachers Job Analysis Task Force. The third grew out of the
teacher critiquing and revision which ensued after the
T J A T F presented their ideas to the staff .
^
The various models as have been described are pre-
sented on the following pages.
^Fenwick English, "A Handbook of the Temple City
Differentiated Staffing Project, 1965-1970," Temple City
Unified School District (June, 1970). (Mimeographed.)
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Model I
Temple City Differentiated Staffing Plan
1965-66
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Notes on Model I
This first model did not show the importance of classroom teaching as
the basic responsibility of teachers functioning under such a plan,
according to the Teachers Job Analysis Task Force under the leadership
of Allan Shuey. During the Summer of 1967 the TJATF redesigned the
model
.
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Model HI
Temple City Differentiated Staffing Plan
1969-71
Non- tenure
i
1
Non- tenure
MASTER TEACHER
Doctorate or
equivalent
1
Tevmre
SENIOR TEACHER
M.A. or equivalent
Tenure
STAFF TEACHER
B.A. and Calif.
Credential
ASSOCIATE TEACHER
B.A. or Intern
1004 teaching
responsibilities
1007o teaching
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3/5
’ s staff
teaching
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resoonsibi 1 Oloo10 Months
$6 ,500-9
t
000
11
D
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1STRUCTI0NAL ATOP
1STRUCTI01LAL AT OP
CLERKS $5.
10-11 Months
$14,500-17,500
II $6,000-7.500
I $4,000-7
. 500
000-7.500
12 Months
$15,646-25,000
Notes on Model III
Model III saw the renaming and combination of the Teaching CurriculumAssociate and Teaching Research Associate into the Master Teacher-
vesearch and Curriculum. The Academic Assistant of Model II, original-
y a semi-professional position, became the Associate Teacher which
was fully professional and certificated. Model III was the oneimplemented in the Fall of 1969 at Oak Avenue Intermediate School.
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In evaluating the effectiveness of Oak Avenue’s
program, Wilfred Dumont has identified four areas of con-
sideration. Most of the suggestions he offers refer mainly
to the flexible scheduling aspect of Oak Avenue’s program.
His investigation indicates that a strata of the student
population needs assistance in developing educational res-
ponsibility. He also suggests that a broader elective
program be established, one which would stress more commun-
ity involvement in the school and one which would provide
more educational enrichment for students.
His third area centers around a concern that
students are not developing higher level thinking skills.
Ihe fourth area contains suggestions more directly related
to differentiated staffing per se . Particularly, he feels
that the feasibility of the senior teacher’s role be in-
vestigated. He also suggests that the community needs better,
more definitive information about the rationale, components,
and benefits of a differentiated staffing design.-54
An evaluation report of the Temple City plans was
compiled by Hand. However, because he combines differentiated
staffing schools with non-differentiated staffing schools in
drawing his conclusions about the merits of the Temple City
plan, it is difficult to extract any indications as to the
54
Wilfred K* Dumont, "Summary of Student/Teacher/
Parent Attitudes Toward Selected Variables at Oak Avenue
School," Temple City, California, November, 19?0. (Mimeo-
graphed. )
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role differentiated staffing plays in the effectiveness of
the schools’ programs.^
Interviews by Education U.S.A. revealed broad support
for differentiated staffing. The teachers like the oppor-
tunity to "grow" in their profession and the chance to be
involved in the decision-making process. Interviews did
reveal some resistance to the differentiated staffing concept
by teachers, especially at Emperor School (an otherwise
innovative situation). At Oak Avenue, the most thoroughly
differentiated school in the district, there were some dis-
satisfactions expressed, but these were generally minor in
nature
.
Student comments were, according to the interviewer,
highly favorable to the differentiated staffing concept.
A sizeable segment of the community apparently
supports the innovative concepts being implemented in the
Temple City District. They recently gave approval in a tax-
override election. It should be noted, however, that the
election was carried by an extremely small margin (1,602 votes
to 1,598). 56
An external assessment of Flexible Staffing Patterns
which included Temple City was conducted by the Evaluation
. Jack Hand, "Preliminary Findings of Temple City
Plan," Temple City, California, October, 1970. (Mimeo-
graphed
.
)
-^Stocker, op. cit ., pp. 10-16.
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Training Center at Florida State University pursuant to a
U.S.O-E. grant. Some of the findings are summarized below .
^
The first area of evaluation considered relates to
goal analysis. Interview data from Oak Avenue Junior High
School revealed that the physical education staff did not
value flexible staffing goals in the same manner as the rest
of the school. In contrast, the mathematics department
succeeded in planning for or implementing all the important
departmental and school goals. English, social studies and
science fell between the extremes of physical education and
mathematics.
The second area of evaluation concerned teacher
participation in the decision process. The evidence gathered
indicated moderate dissatisfaction with the decision-making
59process at Oak Avenue.
A third area for evaluation was the project model.
The comprehensiveness, organizational characteristics,
feasibility, and relevancy of model characteristics to
organizational goals were evaluated. Temple City's mean rank
on the specially designed evaluative instruments was compara-
ble with three other schools. Only one school's ranking
5? rihe Evaluation Training Center, Department of Educa-
tional Research, Vol. IV, An Evaluation Paradigm for Flexible
Staffing Patterns and Its Application to the Temple City ,
Mesa, and Florida network Fro.iects , Florida state University,
Tallahassee, Florida, 1971*
58Ibld .
,
p. 30-
^Ibid.
,
p. 50-
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varied greatly from the other four and this was not Temple
City. It was noted that Temple City’s model provided for the
direction but not for the amount of information flow. 60
In analyzing the project plans of Temple City, the
overall assessment revealed that many of the planning ele-
ments of a comprehensive plan were available in the planning
documents. However, these plans had not been organized in
such a way to make them easily accessible to those concerned
with the project’s operation. The Florida state evaluators
termed this a serious deficiency and concluded that the pro-
ject plans were not at an entirely satisfactory level. 6 '1'
A fifth area of evaluation related to the installa-
tion process and included a survey of problems. Of the
schools surveyed, Oak Avenue listed the greatest number of
problems (62) on the initial survey. It appeared that
different types of personnel viewed the seriousness of various
problems in a markedly different i^ay. 6^ The table following
is from the Florida State evaluation and lists those problems
considered serious or very serious by more than two-thirds
of the respondents.
6°Ibld .
,
p. 63-
6lIbid., p. 83-
62Ibld .
,
p. 86.
63Ibid .
,
p. 95-
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TABLE 1
PROBLEMS CONSIDERED SERIOUS OR VERY SERIOUS
BY MORE THAN TWO-THIRDS OP ALL RESPONDENTS
N=31
Item Per Cent
S or VS
15* Duties not consistent with job
descriptions 69
38. Shortage of funds for establishing
appropriate staff positions
70
39- Senior teachers have difficulties
in handling duties required for a
7-12 program
82
40. Due to time and scheduling con-
straints, senior teachers are
often unavailable for duties in
the junior high
67
48. Little or no difference between
duties of staff and associate teachers
79
59- Student conduct 83
62. Lack of positive student reaction
to large group instruction
67
Source: The Evaluation Training Center, Department of
Educational Research, Vol. IV, An Evaluation
Paradigm for Flexible Staffing Patterns and Its
Application to the Temple City, Mesa, and
Florida Network Projects
, Florida State Uni-
versity, Tallahassee, Florida, 1971*
A final evaluation area was concerned with outcomes
evaluation which deals with staff sentiments about individual-
ism, collegiality, and professional disposition. Teacher
self-concept at Oak Avenue as well as at the other schools
56
surveyed was quite high. Oak Avenue's collegiality index was
close to the mean index of those schools surveyed. Likewise,
on the professional practices index, Temple City differed
only slightly (-.01) from the mean.
^
Cherry Creek School District
The Cherry Creek School District in Arapahoe County,
Colorado serves 7>000 students in nine elementary schools,
two junior high schools and one senior high school. The
superintendent, Edward C. Pino, came to Cherry Creek in 1965
and soon introduced the differentiated staffing concept.
As part of a negotiations package in 1967, the school
board and the Cherry Creek Teachers Association agreed to
study differentiated staffing. As a result, a committee of
six teachers, an administrator, and four laymen was appointed
by Pino. The committee studied differentiated staffing and
prepared a report which was submitted to the superintendent
in March of 1969* The major conclusion of this report was
that in order to implement such a revolutionary concept, total
involvement of all segments of the community was essential.
The superintendent in his interpretation of the in-
tent of the report created twelve task forces, one for each
school. Each task force was charged with developing its own
plan of differentiated staffing.
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Ibid .
,
p. 105-
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Only two schools, Walnut Hills Elementary and East-
ridge Elementary, elected to participate in differentiation.
The Walnut Hills program involved many innovative practices
such as non-grading, variable scheduling and individualized
instruction in addition to differentiated staffing.
Walnut Hills has a modern, open-space plan with three
large learning centers. Each of the learning centers houses
a multi-age "family” of students. Each family is serviced
by a team that consists of a team leader, three certificated
teachers (senior resident, junior resident, and apprentice),
a full-time paid intern (fifth-year education student) from
Colorado State College, a part-time instructional assistant
(undergraduate education major) from the University of Colorado,
a part-time student teacher, a part-time teacher’s aide,
senior and junior high school assistants, and parent
assistants
.
Although the team leaders are paid more than they
would have been in traditional programs, the program cost
less than a more conventional one even though the staff is
larger. The team leaders, because of their youth, are paid
less than their counterparts in Temple City. Also, Walnut
Hills uses more paraprofessionals and fewer professionals
than a conventional model would.
Unlike Temple City, which establishes its hierarchy
on the basis of subjects, Walnut Hills establishes its hierarchy
according to the families previously referred to. Each team
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leader is accountable for the educational process in his
"learning module." He also engages in some teaching. Each
teacher teaches all subjects, but in addition also has an
area of specialization.
The program is too new for significant evidence of
its effect on students. However, the staff members feel
that the program has had a salutary effect on children.
They appear happier and often congregate at the school after
the regular school day ends. 6 ^
Sastridge Elementary's program is similar to Walnut
Hills. However, it has four learning centers rather than
three, hence four teams. Only two of these teams, both
primary grades, have elected to participate in hierarchical
arrangements
.
Eastridge’s principal, James Eager, feels that
although the school started differentiating along the same
lines as Walnut Hills, it will ultimately establish its hier-
archical arrangement through leadership in disciplines rather
than through the learning center concept. He is strongly in
favor of the differentiated staffing concept and feels that
it could make greater inroads within the profession if the
threat of a new staffing pattern could somehow be obviated.
One other school in Cherry Creek, Greenwood Elementary,
has a rudimentary differentiation but strongly opposes
differential salary schedules. Indeed, there is a strong
^Stocker, op. cit », pp. 17-22.
59
current of opposition to differentiated staffing through-
out Cherry Creek.
Pino has candidly stated that the differentiated
staffing program should be terminated if teachers refuse to
accept it. He has pointed out that differentiated staffing
is being sold on two premises that teachers will not accept:
(1) economy, and (2) a means to providing a few teachers with
more money. Although strongly favoring differentiated staff-
ing, he has stated that there are better models than the one
being implemented, but that some differentiation is better
z: /:
than none at all.
Kansas City, Missouri
A differentiated staffing plan was implemented in
September
» 19o8 at two Kansas City Schools, Mary Harmon Weeks
Elementary School and Martin Luther King Junior High. The
two facilities are new, extremely modern in design, and are
located in the heart of the central city.
In April of 1968 the school board appointed an
advisory committee of teachers, administrators, citizens, and
college and university personnel to develop a differentiated
staffing plan. The plan, which was specifically Intended to
improve the educational climate for the students, received
board approval in 1968.
66
Ibid .
,
pp. 22-25 -
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The personnel hired for the two schools were chosen
on the basis of their interest in and suitability for a
hierarchical organizational design. The administrative
staff remained conventional. The remaining hierarchy was as
follows:
.Coordinating Instructor .
—These teachers receive
compensation which approximates a principal’s pay. They are
responsible for demonstration teaching and some scheduled
teaching as well. They are charged with the ordering and
distributing of supplies, the initiation and assessment of
curriculum innovations, and the assessment of community needs.
As in most other projects, they have tenure only as a regular
teacher. Their scheduled work day was lengthened, and their
days of employment increased-
Weeks School has three coordinating instructors, one
for administration, one for primary, and one for intermediate.
King School has two, one of whom is responsible for English,
social studies, foreign languages, fine arts and special
education. The other has the responsibility for science,
math, industrial arts, physical education, homemaking, busi-
ness education and health.
Senior Instructor -—This staff member serves as a
team leader and teaches full-time. In addition, he supervises
the training of student teachers and is directly responsible
to the coordinating instructor*
61
Ins tr lic tor . - -Thl s is a tenured position and is a role
roughly analogous to what is generally termed a "teacher."
i
Associate Instructor .—This is a part-time teacher
who uses plans and schedules developed by the team.
S.t
.
uden t Teacher .
—A non-salaried college senior or
graduate student who observes and teaches under the guidance
of the senior instructor*
Intern .
--A salaried (^2,000)' staff member who is
responsible to his university and the coordinating instructor
and works for a full semester at one of the two schools.
Teachers Aide This is a full-time or part-time
clerical job receiving compensation on an hourly basis.
In general, decisions concerning the instructional
program are made by staff committees with principals having
only one vote. Evaluation of the coordinating and senior
instructors is accomplished through staff committees.
At each of the two schools, the program cost is
approximately ^18,000 above a traditional staffing program.
It should be noted, however, that each school has the benefit
of special services such as counseling, art, music, etc. on a
full-time basis—benefits not available to other schools in
the district. The project is conducted in conjunction with
an E -P -D -A
.
grant.
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Achievement tests were given to students at Weeks.
Eugene Wolkey, the principal, felt that the results were
encouraging if not conclusive. Edwin K. Byrd, King's
principal, characterized their projects as "something
different" in the midst of a traditional setting.
At the request of the district, a team of outside
educators evaluated the differentiated staffing program in
the spring of 1969* Their report was generally favorable.
According to the report, parent response was positive in
nature, teacher satisfaction was good, pupils reported that
they were learning more, and teachers felt they were able to
individualize more.
Donald Hair, acting Superintendent and former Project
Director, is encouraged by the findings so far, but feels
that claims of success would be premature at this point .
^
Florida State
Department of Education
According to Stocker, the Florida State Department of
Education Differentiated Staffing Program is the only one of
68
statewide scope in the United States. °
In February of 1968, the Special Education Session of
the Florida Legislature directed the State Department of
^Ibid.
,
pp. 26-32; "Differentiated Staffing at the
Mary Harmon Weeks Elementary School," brochure. Kansas City
Missouri, n«d»; "Differentiated Staffing," brochure, Kansas
City, Missouri, n.d.
68
Stocker, op. cit ., p. 36.
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Education to develop and operate model projects of flexible
staff organization. In February of 1969, the State of
Florida Department of Education completed a feasibility study
which formed the basis for a Federal grant under E.P.D.A.^
Marshall Frinks was the Director of the Florida School Staff-
ing Study from 1968-1970.
Among the objectives of the Florida program are:
1* To develop a model for a state educational system,
which will mobilize efforts toward statewide flexible
staff utilization.
2. To adhere to the process approach in developing
diverse models of flexible staff utilization within
the Florida network system.
3* To develop and distribute introductory and training
materials to increase understanding of the dif-
ferentiated staffing concept.
4. To develop a variety of models for inservice educa-
tion for teachers and administrators in order that
they might implement differentiated staffing.' 0
Summary
In this chapter a review of the literature as it
pertains to the problem "was presented. Various definitions
of differentiated staffing were reviewed. The operational
definition for purposes of the study was set forth. "Dif-
ferentiated staffing" was construed by the investigator as
the organization of staff resources within a school according
^"Variable staffing Project," Informational Bulletin
No. 1, Dade County Schools, September 3. 1969-
?°Florida State Department of Education, Division of
Curriculum and Instruction, Flexible Staff Organization
Feasibility Study , Interim Report (Tallahassee: Florida,
February , 19 b9 ) •
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to different levels of responsibility, role function, and
compensation.
The rationale for differentiated staffing was
explored. Four major areas were found to be basic to the
need for establishment of differentiated designs. These
related to (1) career incentive, (2) more effective teacher
education programs, (3) individualization, and (4) techno-
logical and societal complexities.
Potential disadvantages of differentiated staffing
were discussed. Four areas were found to be germane to this
point* They centered around: (1) the unproven effect of
differentiated staffing, (2) various monetary concerns, (3)
lack; of student contact, and (4) unresolved questions by
classroom teachers.
Guidelines for experimenting with differentiated
staffing were explored* The importance of involving teachers
in planning was pointed up. Avoidance of bureaucratization,
and guarding against viewing differentiated staffing as a
panacea were cited as being necessary to successful differ-
entiated staffing implementation.
The emergence of differentiated staffing was traced
and the impact of the federal government in the development
and proliferation of flexible staffing projects was noted.
Four well-known projects were described: Temple City,
California; Cherry Creek, Colorado School District; Kansas
City, Missouri; and the Florida state Department of Education.
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Indicators of success in a differentiated staffing
were noted where available.
program
In Chapter III, which follows, is presented a
description of the Norwood Elementary School Differentiated
Staffing Program. The development and organization of the
project are discussed in narrative form.
CHAPTER III
DESCRIPTION OF THE DEVELOPMENT AND ORGANIZATION
OF THE NORWOOD ELEMENTARY SCHOOL DIFFERENTIATED
STAFFING PROGRAM
Chapter III renders an historical narrative account
of the initiation, planning, organization, and implementation
oY the differentiated staffing program at Norwood Elementary
School. The major actors and incidents influencing the
developmental program are enumerated; the characteristics of
the school and its staff are described; and the nature of the
implementation and operational design of the differentiated
staffing program are elaborated.
Selected Events Leading to Norwood's Entry into
a Program of Differentiated Staffing
In April of 1970 the Dade County Administrative
Council convened to discuss the involvement of Dade County as
an active participant in the Florida Differentiated Staffing
Program. The program provisions stated that the Florida
Commissioner of Education, Floyd Christian, was to "develop
and operate model projects of flexible staff organization
in selected elementary and secondary schools based on
differentiated levels of responsibility and compensation for
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6?
services performed." 1 In light of this charge, It was
suggested, by E. L. Whigham, the Dade County Superintendent
of Schools, that one of the six Dade County District Super-
intendents volunteer to take responsibility for initiating
a differentiated staffing program. 2
David N. Thomas, Superintendent of the Northeast
District of the Dade County Public Schools, volunteered to
be the Dade County representative* Thomas invited district
schools to apply for participation in the project. The
Memorandum of Inquiry which follows was circulated through-
out the school district with instructions for interested
schools to contact the district superintendent.
Dade County Public Schools, A Prospectus for More
Effective Staff Utilization (Miami, Florida: Dade County
Public Schools, June, 1970)
.
(Hereinafter referred to as
Staff Utilization. )
2
Dade County is subdivided into six (6) administra-
tive districts, each district administered by its Superinten-
dent*
TO:
May 25
, 1970
Principals and Faculties of NortheaSchools st District
FROM:
SUBJECT:
Dr. David N. Thomas,
Northeast District
District Superintendent
INVITATION TO BECOME A PROJECT SCHOOL
Recently
, the Northeast District was designated as the
Hetwork^of^the
rep
j;
es®nt Dade Co“ty in the Florida
°
u
school Personnel Utilization Proiect.bSen involved wjLtE this differentiated stiff-ing project for more than a year, but it was determined thatbecause of the size of the grant it would be more reasonable
^
str\ct to continue to represent the county, Songwith uarasoia County and Leon County, as the three schoolsystems in the Florida Network.
i^
y,
4.
W
S,
wi11 approximately S50.000 next year tohire a PxOjecu Director and a secretary, and to provide fundsfor travei, inservice training and consultants
. This money
will be. used to assist the staffs of the project schools in
a differentiated staff model during the next schoolye 1 for implementation the following school year* We would
expect that many of the teachers in the Project schools wouldbe involved in released time activities developing the model,traveling to ooserve other schools, and participating in in-
service training.
>‘ie intend to select two or three schools within the next few
weeks to participate in the project. Each school, who isinvited to become a project school and who indicates by
majority vote 01 the faculty that they wish to become a "pro-ject school, should be prepared to accomplish the following
tasks in the next few years:
D* Nothin the next week .—discuss this memo at a faculty
meeting or meetings and submit a letter to the district
superintendent indicating the results of a secret
faculty ballot indicating the willingness of a major-
ity of the faculty to become a project school.
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In the final selection process, the schools considered
for participation were: Norwood Elementary School, Parkway
Elementary School, and William Jennings Bryan Elementary
School. The decision as to which school was selected for
participation was determined by each school faculty's commit-
nent to the projected program specifications listed below.
X
'
^offing patterns
o? mSC1Uie the Allowing elements:
including
functlons °f nil school personneluding teachers, aaministrators, and para-professionals
.
and
f
roles
iated salaries acc°rding to functions
°\ ^2Zible instructional time schedule.aj
'
iJifi erentiated instructional modes.
manasement, organization, instructional
personnel?
°° Cai sbil 'i’ s and
-
attitudes of professional
10 bring about changes in student attitudes and
achievement.
To increase community participation in the educational
^ "Com •
To encourage State Education Agencies to change their
certification procedures.
To promote the participation of local teacher organi-
zations in major decisions.
io encourage universities to mak$ changes in in-
service and preservice programs . J
2 .
3-
4.
5 -
6 .
7 •
To gain proper perspective as to the reasons Norwood
was selected as the model school representative, certain back-
ground information which preceded its involvement in Differ-
entiated Staffing is necessary.
Norwood Elementary School had been established one
year prior to the decision of Dade County to actively partici-
pate in a program of Differentiated Staffing.
^Department of Educational Research, An Analysis of
the School Personnel Utilization Program. Goals and objectives
with Suggested Revisions
, Vol. II (Tallahassee. Florida
:
Florida State University, 1971)*
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The physical plant of Norwood was organized on an
open-plan basis with provisions for the central location of
material and resources. 4 The intended purpose of this
architectural design was to aid each child to reach his
maximum potential through the facilitation of individualized
instruction, team teaching, and a nongraded program. 5
From its inception, Norwood has had a hierarchical
arrangement of personnel. Staff members were enthusiastic
about team teaching and its various implications. 6 They had
indicated an interest in experimenting in a team teaching
setting when hired for their positions. Therefore, the staff
of Norwood not only had the desire to experiment with team
teaching, but also the benefit of one year’s flexible teach-
ing experience which had produced an open environmental
climate
.
Such an atmosphere was further conditioned through
a series of workshops in interpersonal relationships directed
oy John Croghan of the University of Miami and Jack Gant of
the Florida State Department of Education. Under their
direction, participants engaged in discussions relating to
4See Illustration 2 on page
5Dade County Public Schools, Miami, Florida, ’’Norwood
Elementary School Handbook," p. 7. (Mimeographed.)
6John Croghan, "Norwood Elementary Staff Survey
Report," requested by Julian Crocker, Principal, Norwood
Elementary School, Miami, Florida. (Mimeographed.)
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decision-making assimilation, dissemination of decisions,
and involvements in group dynamics.
I
commenting on his activities with the Norwood staff,
Croghan related:
within
e
each
P
instructioml aria ^he ?fArUSt and harmonya more confident attitude in it- h
^
^
staff displays
There has developed an e-ceV!pn?
decisi °n-ma king process,
which should facilitate ^ pen cllmate in Norwoodpation of the profeSionS ^ genuine P^tici-process, especially relatin-^o^ 1 decisi°n-makingtheir roles' as proL«sio£nf * decdsions affecting
of Norwood, appears to h^ve°a
Grocker
’ the Principal
fluence upon the motivakional in-rn success and desires of his teachers.?
The acting principal of Norwood, Julian Crocker,
having been a member of the Harvard M.A.T. Program, had had
the experience of participating in an administrative graduate
internship in the Newton, Massachusetts Public Schools.
participated with a team of Harvard graduate students
in designing and developing Innovative strategies to be im-
plemented in a new elementary school, in addition to this
background, Crocker had been appointed as the principal of
Norwood because he possessed particular attributes that were
deemed necessary to initiate, organize and implement an
innovative school. He possessed not only the academic creden-
tials, but also was considered to be highly flexible and
M1a .
doh" Croghan, Professor of Education, University ofIliaml, private interview held at Northeast District OfficeOctober 16, 1970.
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creative with the capability necessary to initiate experi-
mental programs .
^
On June 10, 1970 the instructional staff of Norwood
Elementary School accepted the invitation to become a pro-
ject school for differentiated staffing. The acceptance was
based on a secret faculty vote taken on June 4, 1970. Their
acceptance assumed that David N. Thomas would give his
assurance that, as a staff, they would have the freedom to
develop their own concept and model of differentiated staff-
ing, a model not necessarily based on preconceived or existing
models. The staff also requested that the District Superin-
tendent aid them in obtaining summer employment, release time,
and access to resource people and consultants. 9
Following the above action, Thomas submitted a
prospectus to the Florida State Department of Education for
approval, along with a proposed budget of ^50, 000. 10 On June
25. 1970, E. L. Whigham, Superintendent of Dade County Public
Schools, received a memorandum from James A. Moore, Project
Director of the Florida Network for Differentiated Staffing.
The memorandum certified that the Northeast District had been
assigned the role of representative for Dade County's involve-
ment in the Florida Network. The Northeast District
gDavid N. Thomas, private interview held at Northeast
District Office, November 13, 1970.
9^Memorandum to David N. Thomas from Julian Crocker,
June 10, 1970.
10Dade County Public Schools, Staff Utilization
, loc .
cit.
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Superintendent was given administrative responsibility for
the project. On July l, 1970
, Thomas received a letter from
Moore granting the release of the allotted budget to im-
plement the operational plan for the flexible staff utiliza-
tion project.
A project director was deemed necessary to coordinate
and facilitate the planning and writing of a unique model of
differentiated staffing for Norwood. The specifications for
the position of project director were written and posted by
the Office of Personnel, Dade County Schools. A Selection
Board was created for the purpose of interviewing final candi-
dates. The Board consisted of David N. Thomas, the Northeast
District Superintendent
; Leonard Britton, County Associate
Superintendent for Curriculum and Instruction; Julian Crocker,
the Principal of Norwood Elementary; Mary Walker, a teacher
representative from Norwood, and Eldridge Williams the Director
of Administrative Personnel. Jerome Shapiro was selected as
Project Director, effective as of August 31, 1970. His edu-
cational background was diverse with experiences in
administration, school board negotiations, differentiated
staff proposals, group dynamics and sensitivity training. 11
Embryonic Stages of Development
Norwood Elementary School became involved in planning
for a differentiated staffing program in September of 1970,
11Dade County Public Schools, Minutes of Meeting of
Dade County School Board, August 23, 1970.
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one year prior to the anticipated operational phase of the
program. The initiation of the program was assumed by
Shapiro as Project Director. It was his responsibility to
disseminate information and to lead the faculty of Norwood
towards a better understanding of the concepts of staff
differentiation. An analysis of Illustration 1 will pro-
vide the reader with knowledge of the appropriate tasks
Shapiro was to complete in accordance with designated dates.
As the functioning Project Director, Shapiro had the
additional responsi oility of serving as Executive Secretary
of the Review Advisory Committee. This committee vjas organized
in order to fulfill three major and general purposes: to
improve the quality, process and the product by reviewing
activities of Norwood; to make recommendations concerning the
activities of the project school; and to develop the involve-
ment in the project of professional organizations, students,
teachers, parents, and other citizens. 1 -^
In addition to Shapiro, the committee was composed
of the District Superintendent, a representative from the
Division of Instruction of Dade County Public Schools, the
Executive Secretary of the Dade County Classroom Teachers
Association, the Principal of the participating school, a
12Memorandum to J. R. Shapiro from David N. Thomas,
September 15. 1970*
^Memorandum to W. Whaley, Florida School Staffing
Study State Project Manager from J. R. Shapiro, August 18,
1970.
TASKS
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classroom teacher from Norwood and the Northeast District
Director of Elementary Education. The task designated to
these members was to review all plans, reports and recom-
mendations from the Project School and the Project Director.
Periodically the committee was to disseminate bulletins of
progress for county-wide distribution and find ways to in-
volve the teachers and the community in the differentiated
staffing project. 1^
The initial stages of Norwood's orientation program
in differentiated staffing developed an understanding among
the faculty that they could better meet the needs of their
students by redeploying the staff in a more flexible pattern.
The teachers were in agreement that there could be a more
effective manner of utilizing their competencies and. in
turn, improving instruction for their students. 15
Under the direction of the Project Director, staff
members began to construct a foundation of study, taking into
consideration the agreed upon project specifications. They
began to formulate project objectives in reference to
students' performance, teachers' performance and school's
performance. The folloxving project objectives were derived:
14
Dade County Public Schools, Differentiated Staffingprogram (Miami, Florida: Dade County Public Schools, June
—
1971), p. IV.
15Norwood Elementary School, Miami, Florida, inter-
views with staff held during faculty meeting on September 15,
1970.
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\ CTilu e positive attitudes about self (i.e.a healthy self concept) . *
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P° 31tlve a «itudes about school and
To provide the skills necessary to become an in
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To encourage and utilize individual creatlvitv
To accept and to manage change as a way 0f life
ithe?raid
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To increase ability to diagnose learning problems*
dividual*!^
appropriate learning programs (in-
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d group); to implement learning orograms;nd to evaluate (measure) student progress.
and ?nte?ests?
1UZatl0n °f lndividual teach^ talents
To increase skill in interpersonal relations.
To increase skill in decision-making.
To increase the professional teachers* sense of
responsibility to champion actively a reasoned, pro-gressive, educational policy for the community.
10 increase skill in supervising aides, para-
professionals and intern teachers.
To increase usage of positive incentives, reasoning
and empathy to modify unacceptable student behavior.
In Reference to The Organization*
s
(School) Performance:
A. To provide a systematic approach to the accomplish-*
ment of short-term and long-range goals.
3 . To provide a continuous evaluation system for the
accompli shment of the project's goals, and the
determination of program accountability
.
C. To provide maximum opportunity for all professional
personnel to be involved in decision-making (i.e.,
Decisions should be influenced by those who are res-
ponsible for their implementation).
D. To provide for the most efficient allocation of
available resources to meet program goals, and to
have the capacity to re-allocate resources as
evaluation data or new needs dictate.
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0. To establish an organizational climate which is
conducive to change, experimentation and questioning?0
At a subsequent meeting, Shapiro directed the teachers
toward consideration of the multi-faceted aspects of dif-
ferentiated staffing. The faculty reviewed the implications
of staff differentiation as a tool toward examining better
student performance and improving student attitudes. They
discussed the significant changes that would have to be made
in terms of flexibility and delegation of responsibilities.
An extension of this topic ms that of the alteration of
teacher roles and consequently the modification of remuneration.
M
N
Program
,
"^Dade County Public Schools,
pp. 12-13.
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Within the differentiated staffing program, teachers would
be promoted towards their clients, the learner, rather than
away. A maior decision, then, would be how best to remuner-
ate teachers in terms of their performance, position and
function.^
As the staff of Norwood began to exhibit a dis-
cerniole commitment towards the development of staff
differentiation, they also became aware of the additional
changes that would be necessitated in their school, in
preparation for instruction the staff recognized that their
curriculum would have to undergo much revision. Not only
would the curriculum need alteration, but so would decision-
making policies, teacher and student evaluation, and planning
processes. The implications of so many changes would then
require certain built-in guarantees for its participants. a
staff so involved in such a project would require greater
planning time, additional resources and adequate training.^®
Consideration was then given to a number of questions
that would have to be resolved in order that a flexible
staffing program would become a reality. The following
questions are examples of some of the concerns that the staff
decided to investigate. What would be the roles of an
$18, 000 teacher as compared with a $9,000 teacher? The
17Norwood Elementary School, Miami, Florida, Minutes
of Faculty Meeting, September 2$, 1970.
18± Memorandum to Review Advisory Committee from J. R.
Shapiro, Project Director, September 21, 1970.
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reversal of this was a problem as well. Also, if the staffing
was to be modified, what provisions would be made towards
curriculum modification? What curriculums would be best
suited to a school involved in a differentiated staffing
setting? While the decision had been made to study the
feasibility of flexible staffing ln Norwood, decision-making
in the field had few precedents. This meant that many of
their efforts would be trial and error. Among the crucial
decisions to be made was that of training. Where would
training come from since few training institutions were
geared for instruction in differentiated staffing?19
Subsequently the participants engaged in a variety
of seminars, activities, and experiences designed to achieve
a greater understanding of reallocation of staff units and
its implications for their school. With his staff, Crocker
began to seek answers to pertinent questions such as how
children learn and what the best conditions for learning are.
Questions relating to the goals of the total school program
were also considered. Solutions were sought as to the kinds
of tasks teachers would perform, the provisions for leader-
ship and policy making, assessment and evaluation, salary,
promotion, necessary jobs for implementation, and again, the
problem of training. Established training procedures for
inaugurating a differentiated staffing arrangement were
19Norwood Elementary School, Miami, Florida, Minutes
of Faculty Meeting, October 3. 1970-
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20lacking. Therefore, the staff was encouraged by the
Project Director and District Superintendent to waive exist-
ing traditional constraints.^
The aforementioned questions regarding differentiated
staffing were not of the kind to be solved in a single meet-
ing. They were starter questions, the kind that stimulated
the faculty of Norwood towards involvement and commitment to
the design of an appropriate model of differentiated staffing
for their school.
During the initial program planning stage of staff
differentiation at Norwood, an important event occurred
which reflected the growing unity and commitment of the par-
ticipants. In late September there was an attempt by Shapiro
and Crocker to establish a steering committee to be selected
from the total staff. The primary purpose of the committee
was to provide experimental information for formulating a
model through the investigation of formulated flexible staff-
ing projects. There was general agreement among the staff
that since each participant was a vital element in the school,
each participant should then be a member of the steering
22
committee. Thus, twice a week, from September 1970 to
20Memorandum to J . R. Shapiro from Julian Crocker,
October 8, 1970.
21Norwood Elementary School, Miami, Florida, inter-
views with staff held during faculty meeting on October 10,
1970.
22
Memorandum to Review Advisory Committee from J. R.
Shapiro, Project Director, October 16, 1970.
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January 1971, the Project Director met with the Steering
Committee (the total staff) for the purpose of evaluating
other projects in terms of strengths and weaknesses. This
research was gathered through the formation of small research
and decision groups. 2 -^
Procedurally
, the staff began to investigate various
differentiated staffing programs that were being implemented
at specific sites throughout the nation. The Steering
Committee perused the organizational patterns and decision-
making mechanisms of the following projects: Temple City’s
Oak Avenue School, Temple City, California; Cherry Creek
School District, Englewood County, Colorado; Kansas City
Schools, Kansas City, Missouri; and Beaverton School District,
24Beaverton, Oregon.
By familiarizing themselves with previous projects in
staff differentiation, the participants began to gain confi-
dence in reference to the task of preparing a model for their
school. However, prior to the construction of such a model,
several prerequisites had to be met. Primarily, an opera-
tional philosophy for Norwood had to be established. In
23^Norwood Elementary School, Miami, Florida, Minutes
of Norwood Steering Committee Meeting, October, 1970.
24Temple City Public Schools, Differentiated Staffing:
(Temple City, California: Temple City Public Schools
, 1969)
,
p. 36; Cherry Creek Public Schools, Differentiated Staffing
(Englewood, Colorado: Cherry Creek Public Schools, 19b9)
;
Kansas City Public Schools, Differentiated Staffing (Kansas
City, Missouri: Kansas City Public Schools
, 1969) T Beaverton
School District, Second Year Pronosal Request for Grant
(Beaverton, Oregon! Beaverton School District 46, 1970-71)
.
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order to establish philosophical criteria for the development
and evaluation of the Norwood instructional program, the
participants sought to answer the question: What do we want
Norwood students to do? This reference question was meant
to imply the various specific types of behavior expected while
students were attending Norwood, as well as more general
behavior that a student would take with him when he left the
school. In answering the question, two major areas of
specialized knowledge were consulted. The first was the
nature of the child as a developing human being. The second
was the nature of the world that today’s children would be
living in as adults. The following is a summary of the
participants
» thinking and commitments in the two areas.
1* child will display natural exploratory behaviorif he is not threatened.
2. Given the opportunity, children will choose to en-gage in activities which will be of high interest to
them.
3» When more than one child is interested in exploring
the same problem or the same materials they will
often choose to collaborate in the same way.
children pass through similar stages of cognitive
development, but each at a different rate and in a
different style.
5 * Intellectual growth and development takes place
through a sequence of concrete experiences followed
by abstractions* Concept formation proceeds very
slowly and requires much experience with primary
materials
.
6* Verbal abstractions should follow direct experience
with objects and ideas, not precede them or sub-
stitute for them.
7 * Children as human beings, are entitled to the same
respect, trust, tolerances and care that we as adults
expect from each other. 6
Program
,
2*5
''Dade County Public Schools, Differentiated Staffing
pp. 5-6.
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With the possession of such essential ingredients
as an operational philosophy and project objectives, the
Norwood Steering Committee felt prepared to deal directly
with the construction of a model. They first had to estab-
lish basic understanding as to the prerequisites of model
construction, the steps in model development, and the ele-
ments necessary in a model. The following is a synopsis of
the Norwood Staff's agreement in reference to these under-
standings.
A* What has to be done before the model is built?
1* Creating an open cooperative climate.
2. Operation philosophy of the school.
3* Objective of model.
Establishment of domain of decision making
(ground rules)
.
5* Task analysis (functions in the school).
6. Possible roles based on groupings of tasks.
7- Organizational patterns for instruction.
8. Conditions necessary for model operation.
9* Ways to evaluate job performance.
B. Elements in a Model.
1. What has to be in the model?
a) Job description cased on clusters of task
analysis (actual roles in the model based
on task analysis. How to organize a
school and kinds of people needed)
.
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b) Salary range for jobs or roles.
c) Job qualifications.
d) Decision-making structure for the model.
e) The number and types of personnel.
f) Pupil assignment and organizational
patterns (inter-disciplinary, modular
scheduling)
.
g) Procedure for continuing model reassess-
ment and feedback system for model
reassessment. (System approach to model
building)
. Requirements in order for
model to work and operational implica-
tions of model— i . e • certification.
h) Conditions necessary for the model's
operation.
C. Steps in development of a Model.
1. Agreements prior to model building.
a) Philosophy of school.
b) Objectives of model.
c) Domains of decision-making.
d) Organizational patterns for instruction.
2. Physical parameters of model.
a) Number of students in school.
b) Total amount of dollars available
—
decision as to materials vs. salary.
c) Course densities (anticipated student
selection)
•
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3» Cluster ta.sk to create role.
a ) Develop job description.
t>) Write job qualifications.
c) Salary.
d) Role performance (evaluation system).
e) Determine number and. type of people In
each model (organizing patterns of in-
struction)
.
f) Decision-making apparatus for model.
g) Define operational restraints.
At this juncture, two innovative educators helped to
guide the faculty towards a concerete decision-making process
and a viable classification system leading to roles and res-
ponsibilities of an "ideal” teacher. Thomas Peeler, Director
of Elementary Education for the Northeast District of Dade
County, began to assume an active role in Norwood's Differ-
entiated Staffing Project beginning in late October of 1970.
Under his guidance, the qualities of an "ideal" teacher were
discussed. Since the direction of differentiated staffing
was towards fewer teachers, but "outstanding" ones, Peeler
felt that the participants should try to become knowledgeable
in such areas as:
1* Matching learning theory (various psychologies of
learning) with individual learning style.
2. Taxonomy of knowledge (Bloom, etc.)
3* Ability to question students effectively (Sanders,
Taba
,
e tc •
)
A. Ability to diagnose (tests and clinical observation).
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Roger Peck, of the University of Massachusetts, was
invited to direct an extensive two-day workshop. 27 His
background of knowledge and experiences in differentiated
staffing projects was shared with the members of the Norwood
staff. His thoughts and ideas directed the participants
towards greater organization of their project through the
utilization of task analysis. Peck initiated a total staff
project geared toward analysis of each participant's par-
ticular tasks. A daily log was individually kept by each
teacher of all instructional and non-instructional activities
for a period of two weeks* At the end of the two week period
the members reconvened for a synthesis of all tasks recorded.
After the amassing of these tasks, they wTere then categorized
into a hierarchy in reference to their complexity and im-
portance to the teaching function. 28
Commencing in November, to facilitate decision
making in reference to task analysis, video taping was
initiated as an integral part of the Norwood program.
Memorandum to Norwood Elementary School Staff, Miami,
Florida, from Julian Crocker, Principal, October 29, 1970.
27Task Analysis—Decision-Making Workshop held at
Norwood Elementary School, Miami, Florida, November 2-3,
1970.
2 8
Tasks were divided into three categories: most
important, less important and least important.
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Throughout the month, video tapes were made of staff members
and then viewed for the express purpose of isolating the
variety and number of tasks performed. The pinpointed tasks
were then analyzed to see if they required implementation by
a highly trained professional teacher •^
With the continued assistance of Peeler, information
was disseminated relating to the body of knowledge that a
highly trained professional teacher should be able to utilize.
The body of knowledge pertaining to the learner, the art of
teaching, and the science of teaching would, in effect,
separate the professional from the paraprofessional
.
30 in
concurrence with Peeler’s philosophy, specific workshops
were designed to investigate the learning theories of such
men as: Bruner, Combs, Skinner, Piaget and Gagne. The
diagnosis of learning styles and the subsequent application
of the optimal learning theory for the individual student
was reviewed. In addition, Bloom’s Taxonomy of Knowledge
was incorporated as an integral part of the workshops.'^
In subsequent workshops relating to the development
of the roles and responsibilities of teachers, the following
29Memorandum to Review Advisory Committee from
Norwood Elementary School Steering Committee, November 19.
1970.
30Thomas Peeler, Director of Elementary Education,
Northeast District of Dade County, Florida, at Norwood
Elementary School Staff Meeting, November 18, 1970.
31
^ Norwood Elementary School, Miami, Florida, Minutes
of Faculty Meeting, November 20, 1970*
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topics were pursued: teaching strategies, questioning
techniques, peer supervision, and organization and admin-
istration of personnel. Thus, after continuous exposure to
the various techniques and theories of teaching, and con-
tinuous self and peer evaluation, the Steering Committee of
Norwood felt prepared to design models of differentiated
staffing.
Perusal of the following models submitted to the
Norwood Staff on November 23, 1970 will provide the reader
with an understanding of the proposed economic allotment and
possible means of redeployment of staff resources.
L
Model #1 (Peeler)
Three Instructional Areas
13 Teachers © $10,000 ....
24 Senior FAU Interns-full
day © $2,000
24 Junior FAU Interns-half
day © $1,000 . •
6 Associate Arts (Jr. College)
© $4,000
$130,000.
48.000.
24.000.
24,000.
$226 , 000 -
Remainder for: (1) Materials, (2) Auxiliary Personnel,
(3) Clerical Personnel, (4) Administra-
tion.
Personnel Per Instructional
Area:
4 Teachers
6 Senior Interns
6 Junior Interns
2 Associate Arts
18
Teacher-Student Ratio. . •
Kindergarten
Adult-Student Ratio. . * •
Pre Primary:
1 Teacher
4 Senior Interns
4 Junior Interns
9
1:50
1:75
1:11
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Model # 2 (Thomas)
Three Instructional Areas
Starting Amount
—$316,000
14 Professionals @ $10,000
17 Senior Interns @ 2,000
17 Junior Interns @ 1,000
7 Aides @ 4,000
2 Clerical Person-
nel (office) @ 5,000
28,000
$140,000
34.000
17.000
28,000
10,000
Materials
Leadership
1 Principal + 11,000
3 Pod Leaders + 7,000
3 Asst. Pod Leaders + 4,000
6 Teachers + 2,000
$229 , 000
$257,000
• • •
• • •
11,000
21,000
12,000
12,000
Contingency + $3,000
313,000.
$316 , 000 .
The proposed models indicated that financially Norwood
was required to meet a specific budget allocation of approxi-
mately $325,000. If those teachers who possessed the greatest
ciency in teaching skills were to be compensated beyond
their established salary
,
the elimination of some staff mem-
bers would be imperative in order to obtain financial support.
Recognizing that the model selected for differentiated staff-
ing would necessitate such a cutting of certified teaching
personnel, the participants began to coordinate various
organizational patterns* The following irorksheet gives an
account of the cost analysis and teacher allocation submitted
to Thomas on December 17, 1970 by the Steering Committee of
Norwood Elementary School.
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WORKSHEET
COSTS
: Principal
Lead Teacher
Raster Teacher
Teacher
Sr. Intern
Jr. Intern
Instructional Aide
Clerical Aide
Secretary
Administrative Assistant
$18,000.
16,000.
14,500.
9.000.
2
.
000
.
1
,
000
.
5 , 000 .
4,000.
5.500.
8.500.
PUN I
A. PROFESSIONAL PERSONNEL
- SCHOOL
B.
C
.
Principal 1 @ 18,000.
Uad Teacher 3 @ 16,000.
Raster Teacher 10 @ 14,500.
18,000.
48,000.
145.000.
211.000.
AUXILIARY RESOURCES
- ADMINISTRATION
Administrative Assistant 1 @ 8,500.
Secretary 1 @ 5,500.*
Clerical Aide 1 @ 4,000.
Office Supplies 1,000.
8.500.
5.500.
4.000.
1.000.
19,000.
AUXILIARY RESOURCES - PRE-PRIMARY
Instructional Aide 1 @ 5,000.
Senior Intern l @ 2,000.
Junior Intern 1 @ 1,000.
Instructional Supplies 1,500.
5.000.
2.000.
1,000.
1,500.
9,500.
D * AUXILIARY RESOURCES - INSTRUCTIONAL AREAS (P-J-S)
Instructional Aides
Senior Interns
Junior Interns
Clerical Aide
Instructional Supplies
2 @ 5,000. 10,000.
4 @ 2,000. 8,000.
4 @ 1,000. 4,000.
1 @ 4,000. 4,000.
• 2,500.
-2»500.
28 ,500.
$325,000.
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PLAN II
A. PROFESSIONAL PERSONNEL
Principal
Lead Teacher
Master Teacher
Teacher
1 0 18,000.
3 0 16,000.
7 0 14,500.
3 0 9,000.
AUXILIARY RESOURCES - ADMINISTRATION
Secretary
Clerical Aide
Office Supplies
C. PRE-PRIMARY
1 0 5,500.
2 0 4,000.
1
,
000
.
18,000.
48.000.
101,500.
27.000.
$194,500.
5,500.
8
,
000
.
1
,
000 .
Same as Plan I 9,500.
D * AUXILIARY RESOURCES - INSTRUCTIONAL AREAS (P-J-S)
Instructional Aides
Senior Interns
Junior Interns
Clerical Aide
Instructional Supplies
Secretary Aide
Master Teacher
Inst. Aide
Sr. Intern
| Jr. Intern
2 0 5,000. 10,000
6 0 2,000. 12,000
6 0 1,000. 6,000
1 0 4,000. 4,000
3,500. 3,500
35,500
Principal
Aide
Lead Teacher -1
Master Teacher
Teacher
| Inst . Aide
Sr. Intern
|
Jr. Intern
| Clerical Aide
-2
-1
-2
-6
-6
-1
95
Subsequently, on December 21, 1970, the faculty of
Norwood Elementary took action in reference to their dif-
ferentiated staffing model. By secret ballot the faculty
decided that the total number of professional personnel,
excluding the principal, should not exceed thirteen. Each
of these selected participants would receive an average
annual salary of S15.000. Definitive procedures were to be
employed to guarantee that a minimum of 80 per cent of the
available professional positions would be retained by
applicants from the 1970/71 Norwood staff, it ms unani-
mously agreed in the selection process that the principal
would have the responsibility for selection of the pro-
fessional personnel for the initial implementation of the
staffing model.
The organization and implementation of differentiated
staffing in Norwood Elementary School necessitated much pre-
planning if it ms to function effectively. Thus, commencing
on December 21, 1970. the ten selected teachers participated
in a voluntary intensive Christmas Workshop with the goals of
gathering data, conceptualizing this information, and formu-
lating job descriptions, qualifications, salary allotment,
decision-making procedures and procedures for evaluation.
32Memorandum to Review Advisory Committee from
Julian Crocker, December 21, 1970*
33
-^Memorandum to Review Advisory Committee from J. R.
Shapiro, Project Director, December 18, 1970.
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Organization of tp.ams
The initial task given consideration was that of
student distribution. All students were assigned into four
general areas or sub-schools, within the
proposed distribution of students by area
total school. The
was as follows:
Instructional
Area
Age Span Projected Professional
Teachers
Pre-Primary 4- 5-6 50 1
Primary 6-7-8 170 4-6
Junior 8-9-10 200 4-6
Senior 10-11-12 205 4-6
The organization described here was proposed at that time.
It was assumed that changes would be made as needs or cir-
cumstances dictated. All changes would require the approval
of the district superintendent.
Deliberate efforts were made to effect a nongraded
program. There was no division of students into the tradi-
tional "grades" or other categories based only on the number
of years they were present in school. Instead, within each
of the four instructional areas, teachers were expected to be
responsible for multi-age grouping with heterogeneity of
abilities. By adhering to a multi-leveled program of both
ages and abilities it was felt that teachers would be further
encouraged to tailor a program to each individual learner’s
needs* Based on these needs, the learner would have the
opportunity to work individually, as a part of a small group,
97
with a peer in a paired lear„ing situation, or on a one-to-one
basis with his teacher. It was anticipated that continual
diagnosis, prescription and evaluation would be basic to the
program, that the learning style of the student would be
aocomnodated, and that a student would be moved from one in-
structional area to another when his total developmental
needs could be more effectively met in another area. Special
consideration was given to the developmental characteristics
of the particular age group in each given instructional area.
The professional staff in each instructional area was
responsible for coordinating and implementing total curricular
experiences for all students in their area, in the Primary,
Junior and Senior areas, a team of four to six professionals
would be working together to utilize all available resources
in the most effective manner for approximately 200 students.
The specific distribution of personnel, professional and para-
professional, was left to the discretion of each team. Each
team was expected to capitalize on the major strengths of
their members and through their combined efforts guide the
students toward self-directed learning. Illustration 2
indicates tentative organizational structure for each in-
in-
structional area.
Shapiro,
34Memorandum to Review Advisory Committee from J. R.
Project Director, December 21, 1970.
TENTATIVE
ORGANIZATIONAL
STRUCTURE
NORWOOD
ELEMENTARY
SCHOOL
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Physical
-plant
Norwood's physical plant simplified the task of
space utilization. Its large open areas facilitiated in-
structional area assignment. The Pre-Primary area was
assigned 908 square feet located in two rooms in the
northern portion of the building. The Primary area was
allocated 4685 square feet in the eastern portion of the
building. The Junior wing was given square footage equiva-
lent to that of the Primary area, but located in the western
portion of the building. The senior area contained 8445
square feet and was located in the southern portion of the
school
.
Centrally located and accessible to all Instructional
areas was 2810 square feet of space designated as the
Commons. Approximately one-third of the Commons was dele-
gated as a permanent, centralized library. The remaining
two-thirds of the space was to be utilized by the students
as an "activity" center, to include experimentation, mani-
pulative experiences, listening activities, industrial arts
projects, perceptual motor training, typing, as well as any
other experiences related to the discovery and development
of a pupil's potential
. The school's organizational
structure is shown in Illustration 3.
35l)ade County Public Schools, Differentiated Staffing
Program
,
p. 15.
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ILLUSTRATION 3
ORGANIZATIONAL STRUCTURE OF
PHYSICAL PLANT
W
S N
E
Junior
Area
Senior
Area
Cafe
.
Commons
Pre-
Primary
Office
Primary
Area
199th
st.
l4 th Court
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_Qualifications of 'Professional
and paraprofesslonal staff
Among the most crucial decisions to be made in in-
i’
itiating differentiated staffing was the appropriate and
effective selection of personnel. Despite the initial plan-
ning done by the Steering Committee in effectively utilizing
their facility and proposing a seemingly workable educational
program, success of the program would be dependent upon the
competencies of the personnel. In order to evaluate pros-
pective staff, qualifications and major tasks to be performed
had to be constructed, as well as a definement of the princi-
pal » s responsibilities
.
Initially the principal was directly responsible to
the district superintendent. His primary function was to
provide the educational leadership for the school by co-
operatively planning and implementing an instructional
program responsive to the needs of the students and community.
His proposed major duties are summarized as follows:
1. Provides for the continual professional growth and
development of the professional staff by initiating
or utilizing existing training programs.
2 . Is responsible for continually evaluating the progress
of the instructional program, and for implementing
changes as needed to insure that the goals and objec-
tives of the school are being met.
3* To insure that all professional staff members are
actively involved in the decision-making processes of
the school.
4. Directly evaluates the quality of staff performance
of all professional staff members.
5* Annually re-appoints professional personnel to the
positions of Team Coordinator and Master Teacher sub-
ject to the approval of the Faculty Senate.
102
6 .
8 .
Drooertn^
1
^
6/01, establishins those administrativep cedures that are necessary for the orderlyfunctioning of the entire school.
Maintains effective communications with parents andcommunity groups in order to explain and' interpretthe school's program and thus insure constructive
school
-community relationships.
Acts as an advisor to the professional staff on allinstructional matters as needed.
Is accountable for all budgetary allocations in
accordance with School Board Policy.
Much forethought was given to the necessary com-
petencies a team coordinator was expected to possess. In
the selection process, the principal chose those individuals
who were committed to the stated philosophy of Norwood
Elementary School, were knowledgeable concerning current
trends in education, and demonstrated initiative in pursuing
a relevant program of professional development. Although
prior successful teaching experience was imperative, high
priority was also given toward participation in a supervising
role for interns and non-certified personnel. In addition a
team coordinator was required to demonstrate ability in the
design, implementation and evaluation of individualized learn-
ing programs. Additional preference was given to past
experiences in working cooperatively with fellow professionals
to achieve a common instructional goal. As team coordinator
the teacher selected had to demonstrate competencies in facili-
tating group decision-making in order to achieve common
36Ibid., p. 18.
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goals, organizational skills in reference to resources, and
particular skill in group observation and group dynamics tech-
37
niques
.
The team coordinator was to be directly responsible
to the principal and was accountable for orchestrating all
team activities leading to the implementation of the goals
and objectives of the school. The following recommendations
were submitted as major duties for the team coordinator:
1. Responsible for ^ convening team meetings, delegating
shared leadership responsibilities among team mem-
bers, arbitrating decisions whenever consensus cannot
otherwise be reached and highlighting impediments to
successful program implementation.
2. Participates as a full-time instructional member of
the team, with the competency of a master teacher.
3* Acts as a primary resource and advisor to all
members of the team*
4. Facilitates the planning of staff in-service programs
in coordination with the principal.
5* Aids team members to create an optimal learning
environment to insure that the needs of the students
are being met.
6. In coordination with master teachers on the team, is
responsible for the effective utilization of all non-
certified team members (i.e., hiring, placement,
training, supervision, and evaluation)*. ~
?. Makes procedural team decisions when necessary. 0
Master teachers were required to fulfill similar
qualifications as that of the team coordinator; however, the
acquisition of experiences in group dynamics and group
decision-making was not required* Since the master teacher
37Julian Crocker, Principal, Norwood Elementary
School, private interview, April 3. 1971*
-^Dade County Public Schools, Differentiated Staffing
Program
,
p. 19*
104
was to be accountable for the instructional program, the
attributes desired were directly related to ability to
diagnose, prescribe, evaluate and successfully implement a
program of individualized instruction. The major functions
of a master teacher were conceptualized by the staff as
follows
:
1* Participates as a full-time member of an instructionalteam •
2. Translates county, district and school curriculumgoals and objectives into a specific curriculumdesign for a particular area.
3* Assists the principal in the
-selection, assignment
and evaluation of professional and non-professional
personnel for the team.
4. Is directly responsible for selecting and re-
appointing personnel in teacher positions and all
non-professional positions on the particular in-
structional area in conjunction with the team
coordinator and other master teachers on the team.
5* Assumes shared professional responsibility for the
team's achievement of stated program goals.
6. Confers with parents, students, and other professional
staff members to identify instructional problems and
plan courses of action.
7. Directs and assists non-certified members of the team
with particular emphasis on intern teachers.
^
A qualified teacher was expected to possess the
personal characteristics and attributes of both a team co-
ordinator and master teacher* Experiences in the area of
group dynamics and individualized instruction were not
imperative; however, an expressed commitment to participate
in a program of continual inservice professional development
in these areas was required. The staff's formulation of major
duties for a given teacher are listed below:
39Ibid .
,
p. 20.
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1* Participates as a full-time member of an instruc-tional team.
2. Implements all components of the instructional cycle(diagnose, prescribe, implement and evaluate) for adesignated group of students.
3- Confers with parents, students, and other pro-
fessional staff members to identify instructional
problems and to plan courses of action-
4. Adheres to the plans and guidelines established, by
the master teachers for the instructional area.^*
In gathering data to be utilized in the organization
of teams, special efforts were made to insure that each team
was comprised of teachers with a diversity of strengths to
fulfill the instructional responsiDilities of the team. The
creation of teaching teams would hopefully stimulate improved
instruction through the effective utilization of instructional
aides, senior interns, junior interns and clerical aides.
Instructional aides would become qualified through
completion of a minimum two-year college training with
emphasis on professional education, they were to have the
interest and ability to assist or guide elementary students,
have a working knowledge of the components of individualized
instruction and have not only the ability to follow directions,
but also the initiative required to achieve given objectives.
The delegated responsibilities for an instructional aide were
designated as follows:
1. Works directly under the direction of a professional
teacher to perform specific technical tasks for which
he has been trained. Some of these technical tasks
40Ibid .
,
p. 21.
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2 .
3-
4 .
5 -
6 .
7 .
8 .
were tentatively completed by designating qualifications,
major duties and responsibilities for the clerical aides,
bucn paraprof e ssi onals were to be selected in terms of the
applicant's interest in children, proficiency in clerical
skills, ability to operate a variety of office and audio
visual equipment and a cooperative attitude. These qualified
aides were to be directly responsible to the master teachers
of the instructional team and were to be generally responsible
for assisting the team with clerical, housekeeping and logis-
tical support within the classroom and the total school
setting. Specific tasks proposed were:
S ratl°n °f simPle diagnostic
°ollectinS and correlating instructional
pmIo “
onitorinS practice exercises in a parti-
sk
?-11; feneral supervision of independent
studeAt^
a
^
f
i
Catl °n ° f instructions for individualdents, listening to oral reading; etc.
ofStudents!*
fleld triPS ^ ° ther field exPeriences
Utilize s particular skills and interests for thebenefit of the instructional program.
Assists the instructional team in the overall super-
vision, control and management of the students
assigned to that area.
Assists the professional teachers with specific
routine instructional activities such as drill,
reinforcement, listening, telling, helping, interestbuilding, etc.
Advises other team members on general information
about students when requested.
Supervises independent, tutorial or small group study
under direction of a professional teacher/
Assists other team members in the development of
instructional materials
.
The proposals for members of the team teaching unit
41Ibid .
,
p. 22.
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1* TyPes instructional materials, reports and records
as directed.
2. Reproduces various types of instructional materials
as required.
3- Maintains an orderly filing system for teachers’
records and cumulative student records.
• Keeps instructional materials resource hanks current.
5» Collects lunch money, book fees, donations and other
monies as required.
6. Assists in general student supervision as needed. 2
Intern program
One of the prime objectives of the Differentiated
Staffing Project was to demonstrate that a flexible staffing
organizational design would provide unique training oppor-
tunities for teachers and interns.^ In accordance with this
objective, Norwood agreed to provide a clinically based
teacher training program for ten juniors and sixteen seniors
from Florida Atlantic University and the University of
44Massachusetts. The senior students, of above average
academic competency, would be systematically involved in an
internship program leading to the acquisition of their teach-
ing certificates. This involvement necessitated a commitment
to 180 full teaching days with a joint responsibility to the
supervising professional teacher and a designated university
supervisor. The proposed major tasks of the senior interns
were
:
^2Ibid .
,
p. 24.
^Ibid .
,
p. 13 •
^Memorandum to V/. Whaley, Florida School Staffing
Study Project Manager, from J. R* Shapiro, August 18, 1971*
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1* carry out plans and directions as given by thesupervising teacher (s). b Ln
2. increasingly accepts instructional responsibilities
9-S he is qualified to do so*
3‘ Acts as a skilled observer in order to help assess
student progress.
Assists with parent- teacher conferences when required.3* is responsible for developing instructional materials
as needed.
The junior interns were also selected due to their
academic competencies and their genuine interest in teaching
as a profession. These registered junior students were also
enrolled in an internship program leading to a teaching
certificate; however, during their junior year 180 half days
were required. In addition, these students were requested to
commit themselves for a minimum of 180 full days as an intern
during their senior year. The responsibilities of the junior
intern were similar to that of the senior intern, but major
tasks were expected to be performed at a lesser degree of
skill and responsibility.
Decision-making process
Confronted with a multi-faceted organizational base,
certain underlying assumptions concerning decision making for
the implementation of the staffing design necessitated re-
cording. The assumptions were as follows:
A. Those people who are directly responsible for im-
plementing a decision should influence the decision
to the greatest degree. This results in the greatest
commitment to implement the resulting decision, and
the greatest acceptance of the responsibility that
decision implies.
^Dade County Public Schools, Differentiated Staffing
Program
,
p. 23*
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B.
C.
D.
E.
F.
f^°rlty of Procedural and instructional decisionsshould be made by the professional team staffing eachinstructional area. ° n
An instructional team should involve either the
other professionals in decision makingfor the folioring reasons:
Advice or consultation.
The decision will affect other Instructional areasA team is unable to reach a decision.
Dissemination of information.
When there is no accepted expertise available, groupdecision making most often results in the highestquality decision and greatest commitment to implemen-tation.
1 .
2 .
3 *
4 .
Unilateral decision making with one person attempting
to supply all guidelines for an organization inhibitshonest interaction among the persons concerned and is
ultimately self-destructive.
The "everyone’s friend" style of leadership is not
appropriate for task oriented groups. This style
results in a mutual admiration society in which no
one really focuses on a long-term educational goal
or insures that short-term goals are achieved. 0
The hierarchy of staff created the need for the
establishment of a formal mechanism for insuring professional
involvement in decision making. Consequently, it was pro-
posed that Norwood activate a Faculty Senate. The role of
the Senate was to be that of a policy making group for the
operation of the total school. Due to Norwood's unique
administrative organizational structure, provisions were made
to include the principal, all team coordinators and master
teachers in the Senate. In assuming its functions, the
Senate was charged with the following responsibilities:
1. Convene at least bi-monthly and any other time as
necessary
•
2. Delegate to every member one vote, with the principal
voting only to break a tie.
46Ibid .
,
p. 26
.
no
3 -
4 .
5 *
6 .
8 .
b)
constitute a
f
dec?slon?“
berS PreS6nt and V°Wn® sha11
Can veto any decision, but this veto can
S?udln?“ Wlt !} a 2/3 vote from the senate
issues.
epresentatlon will be encouraged on relevant
Every fourth meeting shall be open for any parent orOf parents to discuss mutual concerns
shan SUidelines, the faculty senate
stitutedt^
1 h ltS rules for operation, once con-
schotn
US
thtn ^
eclsi°ns resarding the operation of the
,,
^ subject to the review and approval of
Iht ^"
lty
"??ate ’ the PrinciPal will be charged withthe responsibility for making any decisions which hedeems necessary for the operation of the school. Someguidelines for the principal’s role in making thesedecisions were proposed as follows:
a) General Administrative Decisions . —Pri nM is to
assume the initiative, make the decision based on
nis judgment and inform the faculty where appropri-
a te •
Instructional or_Admlnistrative Decisions Within
—
^^.struc tional Area .
--Principal is to encourage
and facilitate group decision making where nossi-ble
. He may give advice, suggest direction and
perhaps make the decision when called upon to do
so by the group. All professional teachers in an
instructional area shall form the decision-making
group for that area. A majority vote, of that
group, shall constitute a decision. The princi-
pal’s main function here is to point out possible
problem areas, to suggest alternative courses of
action, and to indicate the boundaries of their
authority and the areas of freedom in which the
team can operate
.
Instructional or Adminis trative Decisions Affect-
ing Entire School If an immediate decision is
required, the principal will make the decision,
and present the decision to the Faculty Senate for
further action. If a decision is not immediate,
the principal will utilize the Faculty Senate as
the decision-making agency. <
The carefully structured Senate was thus established
to augment and complement the role of the principal. The
c)
Ibid., pp. 26-27.
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existence of such a council was not intended to relieve the
principal of his accountability for the operation of the
school and the conduct of the instructional program. The
principal, therefore, was not to hesitate in using his
initiative and authority in performing his delegated role.
The flow chart of decision making in Illustration 4 depicts
the implementation of the proposed plan.
Assessment
Assessment was defined by the staff as a systematic
process of collecting data for the purpose of making decisions-
The assessment design, consequently, was defined simply as
the information or feedback system that would enable the
participants to make judgments concerning the reality of
48
occurrences. However, the staff was aware that schools
have been lacking in providing reasonable reliable evidence
that what they hoped for or said had in actuality occurred.
In supporting this statement Drucker states:
There are no measurements for education. There are
statistics on how many people are in school and how many
graduate. But no one knows whether the students learn
anything, let alone how much. We pour money and efforts
into education, but what we get out we have to take on
trust and hope. ^9
48
^Memorandum to Review Advisory Committee from J. R.
Shapiro, Project Director, January 8, 1971*
49
Peter F. Drucker, Age of Discontinuity (New York:
Harper and Row, 1968), p. 338*
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Therefore, provided with objectives, the entire
professional staff assumed the responsibility for seeking
personally convincing evidence concerning the accomplishment,
or lack thereof, of their project goals. Thus, the staff
proposed to provide the public, the students and the profes-
sion with verifiable assurance that the innovative process of
differentiated staffing would have a beneficial effect on
participating youngsters. In order to design an assessment
system to provide this evidence, the following four assumptions
were made:
A. V/here possible, multiple sources of data relating to
the same question should be utilized.
B. Measurement of progress should be related to in-
dividual growth as compared to baseline performance
and expected achievement.
C. The most relevant data is that which describes learn-
ing performance or "output," as opposed to "input"
variables
.
D« The school cannot control all the variables and
external factors which significantly affect the
learning of individuals: Therefore, school personnel
are not to be held accountable for discrepancies
between goals and performance at a specific point in
time» but are accountable for doing something about
the discrepancies and for constantly moving toward
the objective.
The measurements to be used in assessing the program were
proposed as follows:
1. Periodic assessment of the "process" variables will
be made by Florida State University as directed by
the Florida Network of Differentiated Staffing.
2. The Purdue Teacher Opinionaire will be administered
twice during the year.
^°Dade County Public Schools, Differentiated Staffing
Program
,
p. 29*
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3* Parents and other community groups will be surveyedto determine attitudes toward the project.
4. Teachers will oe surveyed and observed in reference
to adequacy and implementation of training.
5» A record will be maintained of decisions to changethe organization and the supporting data for thesedecisions. The attempt here is to~determine to
what extent the organization uses evaluative data
to make decisions.
6. The School Morale Scale will be administered to
second through sixth graders at least twice during
the school year. 31
Interim Developmental Stage
Events •prior to board approval
After the completed model was presented to Thomas on
February 15, 1971, it was then suggested that a meeting be
convened consisting of the project director, the Norwood
principal, Thomas and Britton to discuss strategies prior to
52board approval. At the meeting, Britton, Associate Super-
intendent for Instruction, representing the county superinten-
dent, had the opportunity to discuss major concerns which
could possibly impede acceptance of the model. As a result
of that meeting, Carl w. Sorenson, Executive Director of
Instruction, with the support of Britton prepared a memorandum
which outlined some concerns and recommendations for the pro-
gram.
Both Britton and Sorenson were in favor of the tenta-
tive flexible staffing concept which envisioned that the time
51Ibid .
,
p. 30 .
"^Proposed meeting was held at Dade County Board of
Public Instruction, January 28, 1971*
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and. energies of school personnel be utilized in a manner
more compatible with the training and talent of the employees
concerned. They felt improved instruction would result if the
staffing plan was patterned to satisfy the need of the pro-
gram within the school. However, they were in agreement
that the plan under discussion had a few serious omissions
which, if not corrected, might result in the plan not being
approved by the Board of Education or by the State Department
of Education .
^
Their hope was that the project director, the director
of elementary education of the Northeast District, and the
Norwood staff would give serious consideration to identified
weak points in the proposal. Of major concern was the
following: Accreditation standards for Florida, Section 9.722
2222=1222 for level one requires one full time classroom teacher,
or equivalent, for each twenty-five pupils in membership in
grade one, nursery and kindergarten; and for each thirty
pupils in grades two, three, four, five, and six at the end of
the second month of attendance. Each full-time aide or
equivalent may be credited as one-fourth full-time equivalent
teacher. Standards are higher at levels two and three.
^
However, after communication with Lee Roberts,
Director of the Accreditation Section, State Department of
53Memorandum to J . R. Shapiro from Carl W • Sorenson,
February 10, 1971*
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Education, Britton was advised of a change in the accredi-
tation standaro. relating to aides* He was informed that
clerical aides were still to be counted at the ratio of four
clerical aides to one teacher as stated in section 9*722
above. However, a classification of teacher aide had been
added at a ratio of two aides for one teacher. Thus, the
preceding alteration simply would make it easier to meet the
accreditation standards of pupil teacher ratio when teacher
aides were involved than had been possible in the past* In
the conversation between Britton and Roberts, it was suggested
that Dade County think of the instructional interns as
instructional aides who would be under the supervision of
certified teachers.
Under the provisions of Section 9*722, as amended by
Robert’s instructions on February 9. 1971. the following com'
putation was made of the pupil teacher ratio at Norwood
Elementary
:
1 Team Coordinator @1*0
10 Master Teachers © 1*0
4 Teachers @1*0
4 Instructional Aides @ *5
3 Clerical Aides © .25 (4/1)
7 Senior Instructional
Interns © .25 (2/1)
9 Junior Instructional
Interns © .25 (2/1)
Total Teacher Equivalent
Estimated Pupil Membership
Pupil-Teacher Ratio (approx.)
= 1 Teacher Equivalent
= 10 Teacher Equivalent
= 4 Teacher Equivalent
= 2 Teacher Equivalent
=
.75 Teacher Equivalent
= 3*5 Teacher Equivalent
= 2.25 Teacher Equivalent
= 23*5
= 646
= 27.4/1
^L« Britton, private interview held in Miami, Florida,
February 16, 1970.
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A pupil-teacher /sic7ratio of 22/1 will satisfy mini-
mum accreditation standard 9.722 for grades K- 6 .^ b
Salary concerns
The Associate Superintendent for Instruction suggested
special care be taken to review the salary ratio planned for
the team coordinators, master teachers and teachers at Norwood
Elementary. After having had an opportunity to survey the
proposed salary scale, it was felt by Britton that the high
salaries would divert funds which could be utilized more
properly to provide professional or paraprofessional staff
to work directly with students on a full-time basis.
Community concerns
regarding interns
Another point for consideration was that of the
abundance of interns- Britton anticipated criticism by
parents, board members and state officials due to the
utilization of interns as teachers when it resulted in a
sizeable increase in the ratio of students to certified teachers
on the staff. He feared that parents would view with alarm
the use of interns to instruct their children unless the
Norwood staff could convince the parents that the interns would
57
be under the close supervision of certified teachers- This
implied that a large portion of the certified teacher's time
^Sorenson memorandum, op. cit .
^7Ibid.
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would be needed to effectively supervise and "teach" the
interns
. This additional supervisory capacity consequently
could hinder the certified teacher in time allotted directly
to students.
Recommendations and
model revisions
In light of the aforementioned weaknesses conceptu-
alized by Britton and Sorenson, the following recommendations
evolved:
1 « Change the salary ratio as follows:
Team Coordinator (Norwood) from 1.25 to 1-15
Master Teacher (Norwood) from 1.20 to 1.10
Teacher (Norwood) from 1*10 to 1.00.
Rationale
:
a) Use savings to obtain more teacher or para-
professional time with pupils.
b) Reduce criticism from Dade County teachers and
administrators in other schools.
2. Use more aides or paraprofessional persons to assist
teachers. Provide them with opportunities for
advancement by using several salary levels commen-
surate with different types of duties and responsi-
bilities.
3* Conduct a vigorous public information campaign on the
plans in the communities surrounding the schools.
4. Apply for designation as an experimental school under
the provisions of Accreditation Standard 9*611 (3)
page 42, Section two, Accreditation Standards For
Florida Schools, 1969-70 * This should be done after
the Board has approved the plans. The request to
the State Department of Education must identify the
specific accreditation standards which cannot be
met, or only partially met, because of the innovative
or experimental nature of the programs. It will
require that a plan for evaluation of the programs
be submitted at the time of application. William
Inman, Director of the Department of Program Evalua-
tion, should be able to assist the school and the
district in this area.^ b
58Ibid.
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Having had the opportunity to review Britton’s
recommendations, the staff of Norwood under the guidance of
the Project Director began to revise the model in the areas
Of concern to Britton. They also developed parent meeting
strategies to inform the citizenry of the proposed differ-
entiated staffing project. Each pod met on three consecutive
nights to discuss and clarify the concepts and implications
of differentiated staffing .
^
The question of acceptance
of the project by the community was a crucial point in Norx-rood's
differentiated staffing project. If the parents were not re-
ceptive to the proposed structure, it would have meant the
inevitable disintegration of the plan, even if accepted by
the Board.
Information was dispersed to the parents via a well-
planned format and organizational strategy. Small group
participation enabled involved community members to be better
informed and consequently more knowledgeable in assessing the
program. By such participation, additional provisions were
created by greater personal communication between the school
and the community. Some of the imperative questions about
which parents had indicated concern are listed below.
1* What is differentiated staffing?
2. What are some of the less important jobs that
teachers should not have to do?
3* If teachers do not do these less imnortant jobs, who
will?
<Q
Parent meetings held at Norwood Elementary School,
Miami, Florida on February 14, 15. 16, 1971*
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4.
5-
6 .
7-
8 .
what
e
wUi
r
?hey
e
<ior
e ^ d°lnS leSS lmp°rtant jobs.
Is differentiated staffing a new idea, or have otherprofessions found it to be successful?
Why should this school implement a DifferentiatedStaffing Program?
In order to get more people in the school won't that
cost more money?
If differentiated staffing will not cost more money,how are you going to provide for the additional
people?o0
In active support of differentiated staffing was Pat
Tornillo, Jr., Classroom Teachers Association Executive
Director* His enthusiasm for the Norwood program was of con-
siderable influence in gaining community-parent approval.
His articles, such as "The Norwood Story," explained the
legitimacy of innovations in education when conducted with
proper guidelines and through involvement of the faculty in
decision-making processes. His feelings were that the Norwood
plan not only contained these essential elements of an experi-
mental project, but further was the product of much work,
deliberation, on-going evaluation, and appeared to be a
promising solution for proper teacher training.^ 1
On February 18, 1971 after an extensive parent
orientation to the proposed differentiated staffing model,
the crucial vote was taken. A tabulation of the responses
revealed that the Norwood community was unanimously in
^Memorandum to Review Advisory Committee from J. R.
Shapiro, Project Director, February 22, 1971*
6l"The Norwood Story," Dade County Classroom Teachers '
Association Newsletter, XVIII ( Winter, 1971)~ 1
•
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support of active participation in the differentiated staff-
ing project.^2
Following the acquisition of the required parent
support, the District Superintendent presented to the County
Superintendent the staffing proposal developed by the Norwood
Steering Committee. In his presentation, he emphasized the
fact that the entire existing faculty of Norwood had an
active part in the production of the comprehensive proposal
prepared for implementation in the forthcoming year. Thomas
also requested that congratulations be extended to the Norwood
faculty for their effective professional performance and
particular commendation be given to the staff for the integ-
rity they demonstrated in placing their professional judgment
before their personal interest. He conveyed to Whigham the
professional commitment of Norwood by relating that they had
developed a proposal which would require that more than half
their number be transferred from a school which no faculty
member desired to leave. ^
Thomas presented the proposal as one which he felt
was reasonable and one that could be effectively implemented
in the school year, 1971-1972. He requested that Whigham
adhere to the following:
^Norwood Elementary School, Miami, Florida, Minutes
of Parent Teachers Association Meeting, February 18, 1971*
^Memorandum to E. L. Whigham from David N. Thomas,
February 18, 1971*
122
1. That the proposal be reviewed at the next Administra-tive Cabinet meeting. March 1st, following a twenty
minute presentation by the project staff.
2. That the proposal be returned to the school steering
committee for modification if major revisions are
needed.
3* That L. Britton, with the assistance of the project
staff, prepare the recommendations necessary to im-plement these models for the School Board meeting onMarch 17th. e
4. That a special conference session be held prior to
the March 17th School Board meeting where the project
staff would be able to make a twenty minute presenta-
tion to the School Board, answer questions, and
provide background information.
5* That following the School Board’s action and approval,
we be authorized to proceed to staff the model", " con-
duct the necessary training activities, and prepare
to open the school in the fall of 1971 using* the
staffing model as presented. 04*”
In Thomas’ correspondence with Whigham he emphasized
the fact that the staffing model had been developed within
the limitations set by the Superintendent of Schools. He
stressed that the development of a personnel utilization
pattern had been designed within the funds normally allocated,
which would give promise of improving the instructional pro-
gram. The model presented assumed a staffing allocation
equivalent to that indicated in Dade County Alternate Staff
Handbook II. Thomas expressed confidence in the assumption
that the model could be successfully implemented as it
existed, without additional funds. J
For several reasons the District Superintendent felt
it would be desirable to supplement the basic allocation for
640 Ibid.
65Ibid.
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the first two years. He anticipated the designated #50,000
in project funds from the Florida state Department of Educa-
tion and the U.S. Office of Education would provide for the
project director, consultation services and release time for
the participating teachers of Norwood. In addition, the
resulting model had changed the ratio of certified teachers
to pupils to such an extent that a significant alteration in
the system of instruction would be required. Consequently,
the new system of instruction presumed different kinds of
learning materials and different kinds of teaching procedures.
In light of this Implication, he felt additional funds would
be required to provide materials and services to develop and
implement the program. Thomas, therefore, in concurrence
with the Project Review Advisory Committee, recommended that
Whigham consider:
1* Authorizing funds equivalent to an additional of
the basic teacher allocation for the school for thefirst year only, and authorizing funds equivalent to
an additional 2.0% for the second year only. In
addition, we ask that the school be allowed to develop
and present its own budget request for materials,
training, and personnel from these additional alloca-
tions .
2. Authorizing for one time only an additional #25,000
for the school to provide for a more complete train-
ing program this summer for the newly-appointed
differentiated staff in the school. 00
After numerous meetings between the Project Director, Britton
and Sorenson it was recommended that the Differentiated Staff-
ing Proposal be submitted as a Board conference session item
66
Ibid.
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for March 17 » 1971* At this meeting staff members from the
Northeast District Office
,
the project staff and. representa-
tives of the school involved were present to make a pre-
sentation to the School Board and to answer any questions
that Board members might have.
The School Board approved the following recommenda-
tions April 14, 1971:
1 • That the School Board establish the follox^ing new job
title designations and salary ratios based on appro-
priate teacher salary schedules for Norwood Elementary
School for the school year 1971-1972:
Team Coordinator 1.25
Master Teacher 1.20
2. That some of the instructional and noninstructional
positions allocated to the school be on a 230-day
contract basis at the discretion of the principal as
long as funds are available to do so within the regu-
lar personnel budget allocation as established for
the 196-day employment period* The salary basis for
this extended employment period would be at the same
rate as established for these positions in recom-
mendation #1 or as provided in the Salary Handbook for
1971-1972 .
3* That authorization be given to reallocate budgeted
funds from the school's Teachers Salary Account, 2213
on the basis of the estimated average annual teachers’
salary for 1971-1972 to the Contracted Services
Account, 2271 or the appropriate budget accounts used
for the purchase of instructional materials. The
extent of the reallocations for the school will be
established upon the approval and recommendation of
the district superintendent
•
These funds are to be used for the purpose of:
a) Stipends for community resource persons and
agencies to provide services to the school.
b) Stipends for staff to conduct after-school semi-
nars for interns, to develop courses on their own
time for the school and for additional specific
assignments beyond the workday as assigned by the
principal and approved by the district superinten-
dent .
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needed, to implement the programs in the school
request
ed for. as
Operational Phase or the DtfferentlaW
iitaffin^ Project """
Description of the summer
training workshop {1971)
The opportunity for inservice training or staff
development experiences was provided in two aspects of the
Differentiated Staffing Model for the Norwood School. First
the teachers were employed for an extended period of time,
allowing time during the summer to gain access to staff
development experiences. Second, the role of the teacher
in the Differentiated Staffing Model provided for greater
opportunity for him to participate in activities which en-
hance professional growth and development.
The major thrust of the training program took place
during June and July. It was during this time that most of
the consultants were utilized.
The main objective of the summer workshop was "to
increase the professional knowledge and competencies of the
staff of Norwood Elementary School for the purpose of im-
proving instruction of students." In order to achieve this
objective, during May of 1971, a needs assessment was con-
ducted with the Norwood staff, through which specific
Dade County Public Schools, Minutes of Meeting of
Dade County School Board, April 14, 1971.
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training needs were identified. Some of the training needs
which were identified were: testing technics and availa-
bility of standardized tests: behavior modification techniques;
techniques and systems approaches for teaching mathematics and
reading; learning theories and the application of these
theories to the classroom situation; and the techniques of
peer supervision.
The staff identified and contacted various consultants
to work with the Norwood staff in assisting them with these
identified needs. Below is a list of these consultants,
their areas of interest, and a brief summary of their approach
during the workshop sessions.
|jlchler Bishop
--Educational Solutions, New York. Area:systematic Approach to Reading "Words in Color."
Bish°P worked for one week with two separategroups of kindergarten children demonstrating the intro-duction and progression of "Words in Color." Class ses-sions were video taped and teachers were given the
opportunity to observe. Suggestions for future language
expression and comprehension activities were made througha series of informal group discussions. Theory and im-plementation of "Words in Color" was also discussedfollowed by an observation and critique session of allteachers using the approach.
S^^icjiael stoke Is School Psychologist, Northeast
District, Dade County Public Schools, Area: Administra-tion and Use of Psychological Instruments.
Summary: Dr. Stokels* purpose in the Workshop was to
expose the teachers to various diagnostic procedures to
enable tnem to interview students during summer training
and to develop curriculum based on individual needs.
Examples of the kinds of tests emphasized by Dr. Stokels
are as follows:
1* Vineland Social Maturity Scale
2. Pre-School Attainment Record
3* Bender Gestalt Visual Motor
4. Weschler Intelligence Scale for Children
5* Slosson Intelligence Test
12 ?
6. Peabody Individual Achievement Tests
/• Culture Fair Tests
8. Wepman Auditory Discrimination Test
9* Detroit Tests of Learning Aptitude
^
anoX School Psychologist, Northeast District,
and
e
0bse?vation
UC S °h0°ls - Area: Behavlor Modification
Summaryj Mr. Ivanov’s main task was to work with teachersin order to acquaint them with the principles involvedin observing and modifying behavior. The purpose of histraining was to help teachers plan for more systematic
control oi student behavior. How to implement the tech-ind
-
ivi^al classroom situations was included asthe final part of the session.
jjr s . Tere sa^^onhardt Psychologist, Department of Program
nvalua cion, Dade County Public Schools. Area: ClassroomObservation.
Summary: During a one day training session, Mrs. Leon-hardt acquainted the teachers with the Spaulding Techniauefor student observation. The purpose of introducing thistechnique was to help the teachers oecome more aware ofindividual needs.
£r « Bob B. Brown .—Professor of Education, University of
Florida. Area: Classroom Analysis, Performance Assess-
ment Record for Teachers.
Summary: Dr. Brown's task in the Workshop was to train
teachers to use an instrument called "Performance
Assessment Record for Teachers" or PART. The objective
of this particular instrument is to help teachers evaluate
their performance in order to insure that maximum teaching
time be spent on the highest level of professional tasks.
Dr* Brown also helped in developing techniques of peer
supervision.
Dr. Donald Bernard—Professor of Education, University
of Florida. Area: Learning Theory—Piaget and Bruner.
Summary: Dr. Bernard worked with the staff for two days.
His purpose was to increase the teachers' knowledge in
the affective and cognitive areas, using Piagetian
developmental theory as a base. He began his sessions
by helping the teachers to understand Piagetian theory.
During the sessions he dealt with the theoretical aspects
as well as the application of the theory to classroom
situations. This was accomplished by involving the
teachers in many of the activities which they would use
in the classroom with their own students.
Dr. Joe They University of Florida. Area: Peer Super-
vision.
Summary: Dr. Shey's main objective was to demonstrate
the way in which peer supervision could work for teachers
at the Norwood Elementary School. He also acquainted
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the differentiated staffing faculty with the philosophy
?o
d
t-J
eC
p
i:L
^
UeS ° f peer process supervision a s
P
it relatest the . Peri ormance Assessment Record for Teachers. The
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tTalnlns Mas Erected more toward the
gviOS£|ler. —Educational Solutions. Area: "Numbers
Summary: Mr. Wheeler* s Workshop session concerned
cuisenaire rods and their use in the math program for
p,joo?nr.
ary
* J
ch<
?
oP students. He also held seminar dis-
!?;
th "eacners in order to familiarize the staffith the theory and use of cuisenaire rods as an integralpart of an Elementary School math program.
of Faculty, Bank Street College,
Summary: Dr. Klopf demonstrated techniques from theBritish Primary School as they have been adapted to theBank street School. His primary interest was in the
j-
op
;
nent of alternative programs that would meet in-dividual student needs. Dr. Klopf also discussed the
establishment of learning centers as a classroom organi-
zational technique. Oo a *
The sessions with the above—mentioned consultants
concluded on July 15* 1971 and the teachers took "a breather."
On August 15* 1971* two weeks prior to the opening of the
school year, the teachers returned for more training sessions.
During this time members of the Dade County Central Office
worked with the teachers in such areas as physical education
and library science. The teachers spent a substantial amount
of the time during these two weeks working in their teaching
teams developing alternative physical arrangements and
organizations for their instructional areas.
The twenty-six interns were also present during
these two weeks- The major thrust for the training of the
68
J. R. Shapiro, Norwood Summer Workshop (Miami,
Florida: Dade County Public Schools, June, 1971)*
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interns during this time ms in the area of curriculum. They
were shorn how to use the reading laboratory and the mathema-
tics laboratory. The interns were also introduced to some
of the systematic curriculum programs used in the Norwood
school; these included
_Man t a Course of Study
. AAAS Science
,
Words, in Color and Numbers in Color . Much of this time was
also spent in allowing the interns and the professional
members of the teaching teams to become acquainted with one
another, prior to the implementation of the program in
September, 1971*
Summary
In Chapter III the investigator has presented an
historical narrative account of the initiation, planning,
organization, and implementation and operational design of
the Norwood Differentiated Staffing Project. The major actors
and incidents influencing the developmental program were
enumerated. The characteristics of the school and its staff
were described. The nature of the implementation and opera-
tional design of the differentiated staffing program was
discussed. In Chapter IV, which follows, the investigator
describes the methodology used for assessing the effectiveness
of the Norwood program in meeting the six selected objectives.
CHAPTER IV
description of the methodology
EMPLOYED TO ASSESS THE EFFECTIVENESS
OF THE NORWOOD PROGRAM
In Chapter III, an historical description of the
Norwood Elementary School Differentiated Staffing Project was
presented in narrative form- This narration provides a
background for the second phase of the present study which
is the assessment of the degree of accomplishment of six
selected objectives of the Norwood program. The purpose of
Chapter IV is to describe the methodology employed to
determine the effectiveness of the Norwood program in meeting
these six objectives.
Within the differentiated staffing prospectus that
the Norwood staff developed, thirty-one program objectives
were stated. 1 These related to the school staff, the
community and the students.
Realizing that it would be extremely difficult to
focus their attention on thirty-one broadly stated objectives
during the first year of the project, the Norwood staff and
the project director more carefully scrutinized the objectives.
^ade County Public Schools, Differentiated Staffing
Program
, pp. 12, 13*
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This resulted in the selection and refinement of six of the
objectives to be used as focal points of attention for the
first year of the project.
The six objectives which were selected are stated
below in the form in which they were refined.
1* To increase individual student acheivement in reading
comprehension and math computation.
2. To cultivate an educational climate conducive to
positive student attitudes about school.
3* To cultivate positive community attitudes about the
school and education.
4. To insure that maximum teacher time be spent on high
level professional tasks.
5* To insure that the professional staff has a high
degree of job satisfaction and a feeling of goal
accomplishment
•
6* To demonstrate that a differentiated staffing
organizational design such as Norwood Elementary
School's provides unique training opportunities for
teachers and student teachers.
Following is a description of the methodology employed as
it relates to each of these objectives.
Objective Number One
To increase individual student academic achievement
in reading comprehension and math computation.
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Experimental design
In order to assess accomplishment of this objective
a pretest-posttest equivalent control group experimental
design was used in order to determine the cognitive changes
which took place in the Norwood students as a result of
participating in the Norwood program. The cognitive changes
relate specifically to the students’ achievement in reading
comprehension and mathematics computation.
Instrument utilized
The Metropolitan Achievement Tests (1971 edition,
Form F) were selected to be administered to students at
Norwood as the experimental school and to students at School
X as the control school. The Metropolitan was chosen for the
following reasons:
1* ^ well known, widely used, and has received an
acceptable evaluation in Euros’ Sixth Mental Measure-
ments Yearbook.
2. It was standardized recently (1969-1970).
3* It is not regularly administered by Dade County as
is the Stanford Achievement Test. If the Stanford
had been used in this assessment, testing results for
the Dade County Testing program might have been in-
validated.
It contains subtests in reading and mathematics
computation.
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Description of the Metropolitan Achievement Tp.s^ ,-
The Metropolitan Tests were developed after an analysis of
current curricular materials. The subsequent item analysis
program took place in April, 1968. Approximately 50,000
students from twenty-five different school systems were in-
volved in the program. The average I.Q. of the sample of
/
students used for the item analysis was 100 on the Otis-
Lennon Mental Ability Test.
The Metropolitan Tests were empirically standardized
in October and April of the 1969-1970 school year. The
standardization samples were chosen to reflect national
population as it relates to geographic region, city size,
and socio-economic status. The median I.Q. of the sample
was 100 and was determined from the Otis-Lennon Mental
Ability Test.
Reliability was established by the split half method,
corrected by the Spearman-Brown formula. Because the valid-
ity of an achievement test is dependent upon the curriculum
of individual schools, no claims for the universal validity
of the Metropolitan are made by the publisher*
Sampling procedure
School X was chosen as a control school for the
following reasons:
1. The socio-economic constituency of the population
served by the two schools is similar.
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2. The principal of School X was willing to cooperate
in the assessment.
3 * School X does not have a differentiated staffing
organizational plan.
4 . Pupil achievement up to this point has been similar
at both schools.
Bases of matching— The test scores from Dade County's
May, 1971 testing program were obtained. Individual scores
from the Stanford Achievement Test results for students at
both School X and Norwood were compared and an initial
matched group was chosen. This group of students had the
following characteristics in common:
1
. Sex
2. Like stanines in Paragraph Meaning and Arithmetic
Computation.
3 • Age
Additional names were added to both groups through a
random selection process. This procedure provided an
initial group of 349 students from which to select the
experimental and control groups ( 156 from Norwood and 193
from School X)
.
The Metropolitan Achievement Tests in Reading and
Mathematics Computation were administered to this initial
group. Individual student scores on these tests were cal-
culated according to national stanines and grade equivalencies.
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The individual student scores on the Metropolitan from both
schools were compared at each grade level and the control and
experimental groups were selected from the initial group of
3^9 students according to the following procedure:
1* ^or ea°h grade level tested, students from Norwood
and School X were matched according to sex and
national stanine in Reading as calculated according
to the directions of the Metropolitan Test Examiner's
Manual yielding 103 matched pairs.
2. From each grade level tested, students from Norwood
and School X were matched according to sex and national
stanine in Mathematics Computation as calculated
according to the directions in the Metropolitan Test
Examiner's Manual yielding ninety-nine matched pairs.
In order to establish the representativeness of the
sample chosen, at each grade level the mean grade equivalent
scores on the paragraph meaning and arithmetic computation
subtests of the Stanford were calculated for the control group
and experimental group. These scores were then compared to
the mean grade equivalent scores for the schools in question
as reported by the Dade County Program Evaluation Department.
Because the mean Stanford Achievement Test scores of the
experimental and control groups were analagous to the mean
grade equivalent scores on the Stanford Achievement Test as
reported by the Dade County Program Evaluation Department
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for each grade level of the schools in question, the samples
were considered representative of the population under con-
sideration.
Testing procedure
The initial group tested consisted of 349 students.
The Metropolitan Achievement Tests in Reading and Mathematics
Computation were administered at both schools on September 28
and September 29, 1971* The following tests were adminis-
tered at the various grade levels:
Grade Test Given
Number of
Students Tested
Grade 2
Primary II 137
Grade 3
~~
Grade 4 Elementary 62
Grade 5
Intermediate 112
Grade 6 ""
Grade 6A* Advanced 37
^Students with a combined stanine score of fourteen
from May, 1971 Stanford Achievement Tests in Paragraph
Meaning and Arithmetic Computation.
As described in the section on sampling procedure,
the experimental and control groups were chosen by matching
students on the basis of sex and like stanine scores on the
Metropolitan Achievement Test in Reading, and sex and like
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stanine scores on the Metropolitan Achievement Test in
Mathematics Computation.
On January 26 and 27, 1972, previously selected
students in the experimental and control groups were re-
tested on the Metropolitan Achievement Tests in Mathematics
Computation and Reading.
Because of student absences or withdrawals, the
original number of matched pairs in Reading was reduced by
thirteen, yielding ninety matched pairs. The original
number of matched pairs in Mathematics Computation was re-
duced by twenty-one, yielding seventy-eight matched pairs.
The following Metropolitan tests, Form F, were
administered at each grade level to those students who were
matched in Reading.
Number of
Grade Test Given Students
Grade 2 —
Grade 3
Primary II 72
Grade 4 Elementary 32
Grade 5 —
Intermediate 56
Grade 6 — '
Grade 6a* Advanced 20
^Students with a combined stanine score of fourteen
from May, 1971 Stanford Achievement Tests in Paragraph
Meaning and Arithmetic Computation.
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The following Metropolitan tests, Form F, were
administered at each grade level to those students who were
matched in Mathematics Computation.
Grade
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
Grade 6a*
Test Given
Primary II
Elementary
Intermediate
Advanced
Number of
Students Tested
62
28
52
14
^Students with a combined stanine score of fourteen
from the May, 1971 Stanford Achievement tests in Paragraph
Meaning and Arithmetic Computation.
Treatment of data
The testing data was keypunched on IBM computer cards
for analysis* Mean gain scores and variances were calculated
for each grade level within each group (experimental and
control)
.
The data was electronically processed and analyzed
2
using the BMD OID statistical analysis computer program on
an IBM 360 to determine whether the differences between the
two schools in mean gain scores at each grade level as
measured in grade equivalents were significant.
2
W. J. Dixon, ed., BMD, Biomedical Computer Programs
(Berkeley, California: University of California Press, 1971)*
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Objective Number Two
To cultivate an educational climate conducive to
positive student attitudes about school.
Experimental design
In order to assess accomplishment of this objective,
a pretest-posttest control group quasi-experimental design was
used to determine the attitudinal changes which took place in
the Norwood students as a result of participating in the
Norwood Program. These attitudinal changes relate specifically
to the positive or negative student attitudes toward school-
Instrument utilized
The School Morale Scale^ was selected to assess the
effectiveness of the Norwood program in meeting objective
number two. It has been used to evaluate various E3EA Title
II projects and has also been used by Dade County’s Program
Evaluation Department to assess the morale of approximately
9.000 randomly selected students.
Description of the School Morale Scale .—The School
Morale Scale was developed by Lawrence Wrightsman and others
because of the lack of instruments available for measuring
the morale of school children. Two primary considerations
were used in proposing the dimensions to be measured by the
^A copy of the instrument is located in Appendix A*
School Morale Scale: (1) the types of innovative activities
going on in certain Federal pro jects, and (2) the aspects of
school life and relationships that can contribute to a
student's feeling about school. From these considerations,
seven dimensions of morale were developed. These pertain to
the school administrative personnel and regulations, com-
munity and parental involvement, teacher-student relationships,
and generally attending school. For each of these seven sub-
scales, twelve items were developed for a total of eighty-
four items.
Students mark "A" or "D" to indicate their agreement
or disagreement with each statement. On each subscale, the
number of agreements with favorably worded statements and the
number of disagreements with unfavorably worded statements is
calculated to determine the score on that subscale. A score
of twelve indicates extremely good morale in regard to that
aspect. The scores for the seven subscales are summed to
give a total score, which has a range of zero (extremely poor
morale) to eighty-four (extremely good morale).
The seven subscales seek to measure student attitudes
in the following areas:
1. School plant
2. Instruction and instructional materials
3* Administration, school staff, regulations
4. Community support and parental involvement
5 -
6 .
14
1
Other students
Teacher-student relationships
7* General feelings about school
Sampling
-procedure
Students were randomly selected from the attendance
rolls of grades two through six at Norwood and School X (the
previously identified control school) using a table of random
numbers
.
Testing procedure
At Norwood and School X, the School Morale Scale was
administered to fifty students at each school on October 5,
1971* Questions were read to all students in grades two
through five and clarification was provided where necessary
for students below grade four. The anonymity of all students
was preserved by not requiring that any student affix his
name to his paper-
On February 1, 1972 the School Morale Scale was
readministered to the fifty students previously taking it at
each school. The procedures followed for the February ad-
ministration of the school Morale ^>cale conformed to those
of the first administration-
Treatment of data
The data for the individual items was prepared and
analyzed by an IBM 360 Computer using the Multivariate
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Analysis of Variance program distributed by Clyde Computer
Service. Two groups of data were presented. The first
group consisted of fifty students from Norwood Elementary and
fifty students at School X selected and tested in October,
1971 * The second group consisted of the original fifty
students from each school who were retested in February, 1972.
The two groups were chosen by a random selection process. The
means and standard deviations x^ere calculated on each group.
An ratio and its attendant probability was computed
using a one-way analysis of variance for each of the seven
subtests to test the folloxiing hypotheses: (a) There will be
no difference between corresponding means of the seven sub-
tests of pretest Norwood and pretest School X, and (b) There
will be no difference between corresponding means of the seven
subtests of posttest Norxiood and posttest School X.
Objective Number Three
To cultivate positive community attitudes about the
school and education.
Assessment design
To assess progress in meeting this objective, Norwood
community attitudes were surveyed by means of a structured
telephone survey composed on non open-ended questions- In
order to obtain information concerning community attitudes a
4Dean J. Clyde, Multivariate Analysis of Variance
on Large Computers (Miami, Florida: Clyde Computer Service,
19^9)
•
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survey by telephone was considered by the investigator to be
the most expedient and, in at least some respects, perhaps
the most reliable method.
In October of 1971 fifty parents were called, thirty
of whom were selected at random from the group of parents
whose children had participated in the School Morale Scale
testing. The remaining parents were selected randomly from
the attendance rolls. Each parent was asked the same questions
in the same manner.
In February of 1972 fifty additional parents were
called. All those called were selected at random from the
group of parents who had not been previously contacted to
respond to the telephone survey. A table of random numbers
was applied to the school attendance rolls in order to effect
selection.
In April of 1972 a third telephone survey was con-
ducted. The fifty randomly selected parents who were
called were chosen from among those parents who had not been
contacted previously to respond to the telephone survey.
Instrument utilized
The basic form of the Norwood Elementary School
telephone survey was adapted from an instrument devised to
measure community attitudes by the Project Lighthouse (Title
III-ESEA Project No. OEG 3-7-7031873574) assessment team.^
5
a
copy of the structured telephone survey is repro-
duced in Appendix A.
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On the following questions, the parents were asked
to rate certain school activities by using an A B C D F
grading system with "A" representing the highest rating and
"F" the lowest. A rating of "C" was considered average.
1. How well do you think Norwood Elementary is teaching
the three PJs (reading, writing, arithmetic)?
2. How well is your child's learning at Norwood meeting
his present needs?
3» How well is your child's learning at Norwood meeting
his future needs?
4. How well do you rate the total program at Norwood?
5* What kind of job are the teachers doing at Norwood?
6. What kind of job does the principal do at Norwood?
7* What do you think of the grading system used at
Norwood to mark your child's work?
8. What do you think about information you get con-
cerning Norwood?
Treatment of data
The data for the individual items was prepared and
analyzed by an electronic calculator to determine the X
value. Three groups of data were presented: the first group
consisted of fifty parents who were called in October, 1971*
The second group consisted of forty-three parents who were
^Roger Peck, "Teacher Reaction Questionnaire for
Sense of Power," Project Lighthouse: Two Exemplary Middle
Schools (Centerville, Ohio: Washington Township Board of
Education, March, 1969). P* C4.
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called in February, 1972. The third group consisted of forty-
six parents who were called in April, 1972. Percentages were
compared among each of the groups and each of the twelve
questions was treated as a separate category in order to test
the following hypotheses that: (a) there will be no differ-
ence in the percentage of responses between the October, 1971
and April, 1972 groups, (b) there will be no difference in
the percentage of responses between the February, 1972 and
April, 1972 groups, and (c) there will be no difference in
the percentage of responses between the October, 1971 and
February, 1972 groups.
Objective Number Four
To Insure that maximum teacher time be spent on
high level professional tasks.
Design
Through the development and implementation of a
weekly task log procedure the professional level of the
tasks performed by the teachers, interns and teacher aides
was determined.
Instrument utilized
When the Norwood staff began formulating plans for
their differentiated staffing program, one of the activities
they participated in was an analysis of the teaching act-
For two weeks they kept a log of various tasks they performed
in school. The teachers then met as a group and collated
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their lists in order to analyze the various components com-
prising " teaching . " These tasks were then categorized
according to complexity; most complex (highly professional),
less complex (less professional), and least complex (para-
professional and clerical)
.
The analysis of the teaching act that the Norwood
staff had participated in served as a basis for the con-
struction of the instrument, the School Personnel Weekly
7Task Log. The tasks at each level were analyzed by the in-
vestigator. Inconsistencies and duplications were eliminated.
The resulting lists were further refined until a total of
sixty tasks was selected. "Most professional" tasks were
deemed Level I items (20) . "Less professional" tasks were
deemed Level II items (22) . "Least professional" tasks were
deemed Level III items (18). The items were then scrambled
and reassembled in the form of a log. A teacher, intern or
aide checks the log by the task he has performed and in the
appropriate box which designates the number of times he has
performed that particular task. There is no indication on
the copy of the log that is distributed to teachers which
indicates the levels of the various tasks.
Each response is weighted according to the level of
the task and the number of times the task has been performed.
The weighted responses are then totaled and divided by the
number of responses made to yield an average score. An
average of nine, eight or seven falls within the Level I, or
"most professional" range. Averages of six, five or four
'A copy of the Log is in Appendix A.
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fall within the Level II, or "less professional" range. An
average of three, two or one is within the Level III, or
"least professional" range. The "professionalism" of tasks
is generally analogous to their complexity and. their relative
importance to the teaching process.
Procedure
Each teacher, intern, and teacher aide self-
administered the Task Log each week. The responses were
weighted according to the level and number of times the task
was performed. The weighted responses were then totaled and
divided by the number of responses to determine the average
score. All scoring was done by a person not a member of the
Norwood staff.
Treatment of data
The data from responses were assembled in tabular
and graphic form in order to permit analysis of trends and
to determine if the level of tasks which the variously
designated staff members performed were substantially dif-
ferent .
Objective Number Five
To insure that the professional staff has a high
degree of job satisfaction and a feeling of goal accomplish-
ment •
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Design
Through the use of the pretest-posfctest quasi-
experiraental design the attitudinal changes which took place
in the teachers on the Norwood staff as a result of parti-
cipating in the Norwood program were determined. These
attitudinal changes specifically related to the professional
staffs perception of job satisfaction, a feeling of goal
accomplishment and sense of alienation.
lhe two tools which were utilized in assessing the
accomplishment of this objective were the Purdue Teacher
Opinionaire (PTO) and the Peck Sense of Power Scale. 8
Purdue Teacher Opinionaire
This instrument was developed by Ralph Bentley and
Averno M. Rempel in order to provide a measure of teacher
morale. Questions are structured around ten factors, which
are dimensions of morale. These are as follows:
Factor 1. " Teacher Ra-p-port with Principal ”—deals with
the teacher's feelings about the principal
—
his professional competency, his interest in
teachers and their work, his ability to com-
municate, his skill in human relations.
Factor 2. " Satisfaction with Teaching: 11 . --certains to
teacher relationships with students and
feelings of satisfaction with teaching.
According to this factor, the high morale
teacher loves to teach, feels competent in
his job, enjoys his students, and believes in
the future of teaching as an occupation.
A.
Copies of both instruments are included in Appendix
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Factor 3
•
Factor 4.
Factor 5*
Factor 6.
Factor 7.
Factor 8.
Factor 9*
Factor 10.
"Rapport amonc: Teachers"— on a
teacher's relationship with other teachers.The items here solicit the teacher’s opinion
regarding the cooperation, preparation, ethics,influence, interest, and competency of hispeers
.
" Tea chex
.
Salary”.
—
pertains primarily to theteacher’s feelings about salary and salary
policies. Are salaries based on teacher com-petency? Do they compare favorably with
with salaries of other school systems? Are
salary policies administered fairly and justly,
and do teachers participate in the develop-
ment of these policies?
"Te.a cher Load 11 .
--deals with such matters as
record keeping, clerical work, "red tape,’’
community demands on teacher time, extra
curricular load, and keeping up-to-date pro-fessionally .
" Curriculum Issues ’’ .--solid ts teacher
reactions to the adequacy of the school pro-
gram and student needs, in providing for
individual differences, and in -preparing
students for effective citizenship*.
" Teacher
_3jtatus ” .—samples feelings about the
prestige, security and benefits afforded by
teacning. Several of the items refer to the
extent to which the teacher feels he is an
accepted member of the community.
" Community Support of Education” .—deals with
the extent to which the community understands
and is willing to support a sound educational
program.
" School Facilities and Services " has to do
with the adequacy of facilities, supplies, and
equipment, and the efficiency of the procedures
for obtaining materials and services.
" Community Pressures " .
—
gives special attention
to community expectations with respect to the
teacher’s personal standards, participation
in outside-school activities, and his freedom
to discuss controversial issues in the class-
room. y
According to the manual, the present (1970) Revised
Form of the Purdue evolved from a first form (1961). This
9Ralph Bentley and Averno M. Rempel, Purdue Teacher
Opinionaire Manual (West Lafayette, Indiana: Purdue University,
1968), p. 3
.
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first form consisted of 145 items chosen and grouped to
sample eight components of teacher morale. This initial form
vjas validated against a 100-item instrument which identified
ten rather than eight factors of morale. Reliability for the
revised form was determined by data obtained from 3,023
teachers using the test-retest method- Factor correlations
were predominately above the .60 level with a high of .88.
Validity was established from evidence obtained from the
first form of the Opinionaire. In addition, in a study of
teacher morale in Indiana and Oregon schools, principals were
asked to respond to the Opinionarie items as they believed
their faculties would. Differences between median scores for
teachers and median scores for principals were not significant.
As additional data accumulated, PTO norms were revised
enabling a school to compare its faculty morale to that of
other school faculties rather than to individual teachers.
Testing -procedure
The Northeast District, Dade County Schools, in order
to obtain a measurement of teacher morale, administered the
PTO (1970 Edition) to the various district schools in June of
1971. Norwood Elementary School and School X ('which has been
previously designated in this study as the control school)
were among the schools surveyed* In most cases, the Opinion-
aire was filled out during a faculty meeting under the
direction of the principal in the post-planning phase of the
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1970-1971 school year. At Norwood the procedure differed
from the usual procedure in the following respects:
1- The designated building principal did not administer
the survey. A person not regularly associated with
the school administered the test and collected the
completed IBM cards.
2. Unlike other schools tested, the entire faculty did
not participate in the survey. Only those teachers
who were remaining at Norwood as part of the newly
created differentiated staff took the PTO.
In all schools tested, including Norwood, the following pro-
cedures prevailed:
1* All answers were recorded on IBM answer cards and all
cards were machine scored.
2. No individual teacher names were reported on the
answer cards.
3* The answer cards were delivered to the Northeast
District Office and were subsequently mailed to the
Measurement and Research Center at Purdue University,
Lafayette, Indiana, for scoring and analysis.
On February 8, 1972 the PTO was readministered to the
thirteen professional staff members at Norwood. The same
procedures were followed as in the first administration.
Treatment of data
The developer of the PTO, Ralph Bentley, assisted with
the computer analysis of the data, using an IBM 360 computer.
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Raw data was obtained from administration of the
instrument. Raw scores for the analysis were generated by
weighting tne PTO item responses and then making a summation
of the weights by factors. The following weights were
assigned
.
a. When "A" (agree) is the keyed response, the weights
are
:
A PA PD D^321
b. V/hen "D" (disagree) is the keyed response, the
weights are:
A PA PD D12 3 4
A bar graph and group profile among the ten subtests were
constructed.
10T test comparisons were made for individual sub-
tests in order to test the following hypotheses that: (a)
there will be no difference between Norwood, 1971 and
Norwood, 1972 in their respective means, (b) there will be
no difference between Norwood, 1971 and the District means,
1971 in their respective means, (c) there will be no difference
between Norwood, 1971 and School X, 1971 in their respective
means
.
^Allen L. Edwards , Statistical Analyses (New York:
Holt, Rhinehart & Winston, 1969 ')
. P* 130
•
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Sense of Power Scale
This instrument was developed by Roger H. Peck.
In the development of the scale, the teacher's sense of
power referred to the extent to which the teacher believes
he/she is able to influence the course of events within the
school building in which he is employed. The original frame-
work for this conceptual base was taken from Melvin Seeman's
work in the area of "alienation.” In defining alienation
(as it relates to the sense of powerlessness) Seeman per-
ceives the term as " . . . the expectancy or probability held
by the individual that his own behavior cannot determine
the occurrence of the outcome, or reinforcement he seeks"11
To measure the teacher's sense of power within the
school building in which he teaches, a set of ten Likert-type
questionnaire items was prepared as a trial measure of sense
of power. In order to determine whether these items would
provide a cumulative, unidimensional sense of power scale,
the set was administered to 100 teachers from another school
district. The responses were subjected to the Guttman
scaling technique. In the scaling process, nine items were
selected for the final measure. The following criteria were
used in selecting these items: their marginal distribution
were well distributed over a range between .2 and .8; their
"^Melvin Seeman, "Relationship of Alienation to a
Sense of Powerlessness," American Sociological Review , XXXIII
(January, 1968), 18-23.
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cutting points were separated from one another, and their
error counts were low.
Through scaling, and the elimination of one of the
ten items, the coefficient of reproducibility was 86.3 per
cent. In subsequent analyses with different groups of
teachers, cross-validations of the unidimensionality of the
nine items resulted in coefficients of reproducibility ranging
from 87.O per cent to 91.0 per cent.
The highest score which can be made on the scale is
£• Such a score indicates a low degree of alientation or a
high sense of power. The lowest possible score on the scale
is £. Such a score indicates a high degree of alienation or
low sense of power.
Testing: procedure
The Sense of Power Scale questionnaire was adminis-
tered to the thirteen teachers on the Norwood instructional
staff in October, 1971* The person administering the
ques tionnaire was not a regular member of the Norwood staff;
and the teachers did not attach their names to the question-
naire .
The responses from the questionnaires were hand-
scored by a person outside the Norwood staff. The coefficient
of reproducibility for the scale of nine items was verified
with the thirteen teachers in the study. The coefficient of
reproducibility in this verificational study was 91*0 per
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cent. Individual scale scores were determined as well as
the mean scale score for the entire staff.
On April 12, 1972 the Sense of Power Scale was re-
administered to the thirteen teachers at Norwood. Essentially
the same testing conditions prevailed.
Treatment of data
The individual tasks were recorded by Peck as per his
methodology which generated raw scores for each of the in-
dividual subjects. Means and standard deviations were then
calculated from the raw scores for each of the groups and
12
subjected to a t test. The following hypothesis was then
tested: there will be no difference between Norwood-^ ana
Norwood^ in their respective means.
Objective Number Six
To demonstrate that a differentiated staffing
organize.tlonal design such as Norwood Elementary School’s
provides unique training opportunities for teachers and
student teachers.
Design
Through the use of a series of structured interviews,
the attitudes of the professional staff and interns toward
the lnservice and preservice training opportunities provided
12
Edwards, on. clt.
,
p. 130.
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for those persons as a result of participating in the
Norwood program were solicited.
In an attempt to assess the effect of opportunities
afforded teachers and student teachers during the normal
school year, two questionnaires relative to this objective
were prepared and administered in February, 1972. One,
designed to assess the perceptions of the teacher trainees,
was administered to all the Norwood interns. The second
questionnaire was formulated to tap teacher perceptions of:
(1) the student teacher program at Norwood and (2) the
opportunities for professional growth afforded by the
differentiated staffing program at Norwood. This question-
naire was administered to the team coordinator, the master
teachers, and the teachers.
Through the use of a two phase posttest only control
group quasi-experimental design, the cognitive changes which
took place in the teachers on the Norwood staff as a result
of participating in the summer workshop sessions were deter-
mined.
Instruments and
procedures utilized
Teacher interview . --The first structured interview
was designed to assess the effectiveness of the summer
13training experiences; interviews were conducted with the
*^A detailed description of the summer training
experiences can be found in Chapter III.
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teaching staff of the Norwood Elementary School. These
interviews were conducted on October 18 and 19, 1971. The
interviews were conducted on these dates for the purpose of
determining the teachers’ perception of the effectiveness of
the summer training after having had experience in the model
for six weeks. The following five questions were asked
during the interviews:
1* What were the major strengths of the summer workshop?
2. What were the major weaknesses of the summer workshop?
3* What specific aspects of the summer training program
have you utilized so far?
4. What areas should have been included which were not
included?
5* Co you have any additional comments?
Three of the teachers who were not interviewed on the
above-mentioned dates were grouped and interviewed together at
a later date. This interview also included the questions
listed above. A total of thirteen teachers participated in
the interviews.
Intern interview .—Twenty-six interns participated
in the training sessions during the last two weeks in August.
Twenty-one of these interns were students at Florida Atlantic
University and five were students at the University of
Massachusetts
.
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The interns were asked to respond to the following
four interview questions:
1* what were major strengths of the summer training
session?
2. What were the major weaknesses?
3- What should have been included for interns that was
not offered?
4. Do you have any additional comments?
Tea cher quest!ormaire .^-This questionnaire was
formulated to tap teacher perceptions of: (1) the student
teacher program at Norwood^ and (2) the opportunities for
professional growth afforded by the differentiated staffing
program at Norwood. The questionnaire was administered to
the team coordinator, the master teachers, and the teachers.
During the last week of February, 1972, the teachers
were asked to respond in writing to the following questions:
1. How has the differentiated staffing design at
Norwood aided you in training of interns? If it
has not aided you, what suggestions for improvement
do you have?
2. How has differentiated staffing at Norwood aided your
professional growth? (For example: has it given you
unique experiences in organizing for instruction,
learning new techniques of supervision, etc.?)
*1 ii
A copy of the Teacher Questionnaire is located in
Appendix A.
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If it has not aided your professional growth, how
would you like to see the differentiated staffing
program amended so that it could aid in this regard?
The questionnaire was distributed and collected by the
investigator.
Intern que stionnaire .--This instrument was designed
to assess the perceptions of the teacher trainees, and was
administered to all the Norwood interns. During the last
week in February, 1972, the interns were asked to respond in
writing to the following questions:
1. What advantages has the differentiated staffing
program at Norwood provided you with as opposed to
a traditional teacher education program?
2. If you do not feel that any unique advantages have
been afforded you by the Norwood program, what
suggestions do you have for altering the program so
that it could aid you more?
The questionnaires were distributed and collected by the
Investigator.
15Teacher Cognitive Test . --The purpose of the Teacher
Cognitive Test, which was administered to the teachers of the
Norwood Elementary School following the summer workshop
sessions, was to serve as a tool for measuring the cognitive
change resulting from the inservice training sessions.
^A copy of the Teacher Cognitive Test can be found
in Appendix A.
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The Teacher Cognitive Test was constructed by
various individuals who were not a part of the regular
teaching staff at Norwood, but who were involved in the
summer training. These included Robert Conk, Summer School
Principal, Julian Crocker, Principal, and Thomas H. Peeler,
Director of Elementary Education. Questions for the test
were also solicited from various consultants who had con-
ducted the Summer Workshop Sessions. All questions were
put into a multiple choice form by the investigator. Twenty
questions were constructed for administration.
The Teacher Cognitive Test was administered to all
thirteen teachers at Norwood Elementary School on September
28, 1971- The test was administered by Julian Crocker,
Principal of Norwood Elementary School during a faculty
meeting. During the same day, the Teacher Cognitive Test
was also administered at School X, as a control school, to
fifteen teachers. The principal of that particular school
also administered the test during a faculty meeting.
On April 12, 1972 the Teacher Cognitive Test was re-
administered to the thirteen Norwood teachers by the principal
at a faculty meeting. In neither administration were the
teachers required to identify themselves by name.
Treatment of data
Interview results were analyzed by the investigator
and results presented in narrative form.
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Questionnaire results were presented in narrative
form with answers recorded below each question. Data was
analyzed by the investigator to determine trends.
The data for the individual items on the Teacher
Cognitive Test was prepared and analyzed on an IBM 360
computer. Three groups of data were presented. The first
group consisted of fifteen teachers from School X tested in
October, 1971- The second group consisted of thirteen
teachers from Norwood tested in October, 1971 . The third
group consisted of the same thirteen teachers from Norwood
tested in March, 1972. The mean and standard deviation were
calculated on each group. T test1 ^ comparisons were utilized
to test the following hypotheses: (a) there will be no
difference between Norwood time^ and School X time^ in their
respective means, (b) there will be no difference between
Norwood time2 and School X time^ in their respective means,
(c) there will be no difference between Norwood time^ and
Norwood time^ in their respective means.
Summary
In this chapter the investigator described the
methodology used for assessing the effectiveness of the
Norwood program in meeting the six selected objectives. A
multifaceted assessment design was used for this investigation.
-1 /
°Edwards , or>. cit .
,
p. 130.
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Data was collected from the following sources: (1) use of
standardized instruments, (2) research reports, (3) a task
j
log devised to measure use of teacher time, (4) written
questionnaires, (5) informal personal interviews with school
personnel, and (6) a test designed to measure cognitive
teacher learning as a result of summer training. The data
was analyzed, synthesized and utilized to assess the
effectiveness of the program on the pupils, the community
and the teaching staff in meeting the six selected objectives.
In Chapter V which follows, will be a presentation and
analysis of the data generated.
CHAPTER V
PRESENTATION AND ANALYSIS OF
ASSESSMENT DATA
Chapter V renders a presentation and analysis of the
data generated through the assessment procedures outlined in
Chapter IV. In the previous chapter the six objectives of
the Norwood program were identified with a description of
methodology employed as it related to each of the objectives.
Following is a presentation and analysis of the data
as it relates to each objective.
Objective Number One
To increase individual student academic achievement
in reading comprehension and math computation.
Presentation and analysis
of the data
Table 2
,
which follows, sets forth data on reading
comprehension which was gathered for purposes of assessing
this objective.
As established in Chapter IV, grade equivalents were
used as the basis for comparison. As can be noted from the
table, the gains by various groups range from a low of .19 to
a high of I.50 grade equivalents. One must take into con-
sideration that the learning time between the first and second
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administrations of the Metropolitan was slightly less than
one-half a school year.
In computing Rvalues1 for the experimental versus
control groups by grade level, all but one were found to be
statistically non-significant at the .01 level. Closer
examination of the grade equivalent data x-ihich exhibits a
difference found to be statistically significant shows the
control school having a grade equivalent gain of .82 while
the experimental school shows a gain of only .19. It should
be noted, however, that in this instance the standard error
of the mean is nearly as large as the mean for the experi-
mental group, thereby suggesting skewness.
At the 6a level, the mean difference for the control
group is 1.50 grade equivalents while the standard error of
the mean shown for the experimental group is greater than the
mean, suggesting non-normality.
Table 3t which follows, sets forth data on mathematics
computation which was gathered for purposes of this evaluation.
As can be noted from Table 3 all grades in both the experi-
mental and control groups showed a gain. This mean difference
between pre- and post-administrations ranged from .01 to 1.14
grade equivalents. The grade level exhibiting a .12 mean
difference has, as can be seen in the table, a standard error
of the mean nearly double the mean gain, suggesting an
extreme non-normality of this data.
-^Edwards, op. cit ., p. 130.
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It can be seen at those grade levels in which the t
was significant, mean gains in grade equivalents of over one
year can be noted, although these gains of over one year
occurred during less than one-half of a school year. Con-
sideration of this tends to temper conclusions which might
be drawn.
Rather than presenting scores on a means basis, the
following Figures 1-12 depict individual performances on the
second administration of the Metropolitan for students who
were matched according to sex and stanine following the
initial administration of the tests. Preceding each Figure
is another Figure which depicts the initial composition of
each matched group at the experimental and control schools.
Findings
A statistical difference in favor of the experimental
group did not emerge when an analysis of mean gains was per-
formed. It does not seem appropriate, however, to conclude
that Norwood has met with no success in the accomplishment of
Objective Number One*
Certain factors exist which should be taken into
account as possible mitigating conditions when considering
the data presented on mean gains.
1. The control group received advance notice of the
administration dates of the tests whereas the experi-
mental group did not* This fact may have given a
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psychological advantage to the control school
subjects in that they had a period of time in which
testing fears could have been allayed. The fact that
the experimental subjects may have been unduly sur-
prised by the administration of the test may have
adversely affected their performance.
2. The Norwood mathematics program stressed concepts
rather than computation. It could be that the
instrument chosen for assessment did not accurately
reflect mathematics learnings at the experimental
school. An additional consideration relates to the
fact that the computation test was timed. Programs
stressing drill give an advantage to the student on
a test of this nature.
3* Because of the newness and uniqueness of the Norwood
program, the time allowed between administrations
of the Metropolitan may not have been sufficient.
The Norwood students may have required more time in
which to adjust to altered conditions at the school.
The control school, however, was operating in
essentially the same manner this year as it was last
year.
4. Because of the extreme variability of some individual
student scores, it may have been that an initial
mismatching of certain experimental and control
students occurred. This possible mismatching
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could, have affected the subsequent mean differences
reported.
Despite the above factors, when students were con-
sidered on an individual basis, it was observed that there
had been an increase in individual academic achievement.
Comparison of initial composition of the matched groups with
profiles of the subsequent composition (Figures 1-12) clearly
showed gain. Comparison of results for individual students
also demonstrated that gains had been made by the experi-
mental school.
Objective Number Two
To cultivate an educational climate conducive to
positive student attitudes about school.
Analysis of data
In order to determine whether randomness alone con-
tributed to any mean differences between the groups on the
several subtests, the data was subjected to an analysis of
2
variance utilizing the Manova Computer Program. The
following tables were prepared.
The first hypothesis tested was: That there will be
no difference in School Plant subtest mean scores between
Norwood pretest and School X pretest.
2
Clyde, ob» cit .
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Subtest
Pretest
October 1971 f ratio
Probability
Level
School Plant Norwood
:
Mean 43 . 83
S.D. 8.211
2.674 0.116
School X:
Mean 37-83
S.D. 9-703
An f ratio of 2-674 was computed from the data. This f ratio
has a probability of less than 0.116 of being produced by
random chance alone.
The second hypothesis tested was: That there will be
no difference in Instruction subtest mean scores between
Norwood pretest and School X pretest.
Subtest
Pretest
October 1971 f ratio
Probability
Level
Instruction Norwood:
Mean 34.41
S.D. 12.551
.810 0-378
School X:
Mean 38.83
S.D. 11-464
177
An jf ratio of .810 was computed from the data. This
^ ratio has a probability of less than . 378 of being produced
by random chance alone
•
The third hypothesis tested was: That there will be
no difference in Administration and Regulations subtest mean
scores between Norwood pretest and School X pretest.
Subtest
Pretest
October 1971 f ratio
Probability
Level
Administra-
tion and
Regulations
Norwood:
Mean 38*50
S . D. 11.074
.061 tv000•
School X:
Mean 37-25
S.D. 13-525
An f ratio of .061 was computed from the data. This
f ratio has a probability of less than .807 of being produced
by random chance alone.
The fourth hypothesis tested was: That there will
be no difference in Community subtest mean scores between
Norwood pretest and School X pretest.
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Subtest
Pretest
October 1971 f ratio
Probability
Level
Community Norwood:
Mean 40 . 83
S-D. 6.926
1-781 0.196
School X:
Mean 35*667
S. D . 11-484
An JF ratio of I. 78I was computed from the data.
This f ratio has a probability of less than .196 of being
produced by random chance alone
.
The fifth hypothesis tested was: That there will be
no difference in Other Students subtest mean scores between
Norwood pretest and School X pretest.
Subtest
Pretest
October 1971 f ratio
Probability
Level
Other
Students Norwood:
Mean 36 . 08
S.D. 7*75
l.?94 0.194
School X:
Mean 40.00
S.D. 6.523
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S. ra^l° °T 1*794 was computed from the data.
This f ratio has a probability of less than 0.194 of being
produced by random chance alone.
The sixth hypothesis tested was: That there will be
no difference in Teacher-Student Relationships subtest mean
scores between Norwood pretest and School X pretest.
Subtest
Pretest
October 1971 f ratio
Probability
Teacher-
Student
Relation-
ships
Norwood
:
Mean 36.4-17
S.D. 9*995
3.207 O .87
School X:
Mean 42 . 883
S.D. 7*359
An f ratio of 3*207 was computed from the data.
This f ratio has a probability of less than .087 of being
produced by random chance alone
.
The seventh hypothesis tested was: That there will
be no difference in General School subtest mean scores between
Norwood pretest and School X pretest*
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Subtest
Pretest
October 1971 f ratio
Probability
Level
General
School
Norwood:
Mean 36.91
S.D. 13-139
0.10
•923
School X:
Mean 37-41
S-D. 11.859
An f ratio of .10 was computed from the data. This
f ratio has a probability of less than .923 of being produced
by random chance alone.
The eighth hypothesis tested was: That there will be
no difference in School Plant subtest mean scores between
Norwood postest and School X postest.
Subtest
Postest
February 1972 f ratio
Probability
Level
School Plant Norwood
:
Mean 41*33
S.D. 8.595
1.60 •293
School X:
Mean 37-417
S-D. 9-209
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An £ ratio of 1.160 was computed from the data.
This f ratio has a probability of less than .293 of being
produced by random chance alone.
I
The ninth hypothesis tested was: That there will be
no difference in Instruction subtest mean scores between
Norwood posttest and School X posttest.
Subtest Posttest
February 1972 f ratio
Probability
Level
Instruction Norwood:
Mean 33-33
S.D. 10.465
1.216 .282
School X:
Mean 38.250
S.D. 11.363
An f ratio of 1.216 was computed from the data. This
f ratio has a probability of less than .282 of being produced
by random chance alone
.
The tenth hypothesis tested was: That there will be
no difference in Adminis tration and Regulations subtest mean
scores between Norwood postbest and School X posttest.
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Subtest
Posttest
February 1972 f ratio
Probability
Level
Administra-
tion and
Regulations
Norwood
:
Mean 37-833
S.D. 8.299
• 364
•553
School X:
Mean 34.917
S-D. 14-557
An f_ ratio of *364 was computed from the data. This
f ratio has a probability of less than
.553 of being produced
by random chance alone
.
The eleventh hypothesis tested was: That there will
be no difference in Community subtest mean scores between
Norwood posttest and School X posttest.
Subtest
Posttest
February 1972 f ratio
Probability
Level
Community Norwood:
Mean 39-083
S.D. 5-885
.008
-931
School X:
Mean 39-333
S-D. 7 . 90 I
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An_f ratio of .008 was computed from the data. This
f ratio has a probability of less than
.931 of being pro-
duced by random chance alone.
The twelfth hypothesis tested was: That there will
be no difference in Other Students subtest mean scores
be tween Norwood posttest and School X posttest.
Subtest
Posttest
February 1972 f ratio
Probability
Level
Other
Students
Norwood:
Mean 36.250
S.D. 8.047 • 067 *799
School X:
Mean 37-083
S.D. 7-75
1
An f_ ratio of .067 was computed from the data.
This f ratio has a probability of less than .799 of being
produced by random chance alone.
The thirteenth hypothesis tested was: That there
will be no difference in Teacher-Student Relationships sub-
test mean scores between Norwood postbest and School X posutest.
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Subtest
Posttest
February 1972 f ratio
Probability
Level
Teacher-
Student
Relation-
ships
Norwood:
Mean 36-333
S.D. 7-738
4.44
.047
School X:
Mean 42.00
S.D. 5-187 •
An f ratio of 4.44 was computed, from the data.
This f ratio has a probability of less than .047 of being
produced by random chance alone
•
The fourteenth hypothesis tested was: That there
will be no difference in General School subtest mean scores
between Norwood posttest and School X postbest.
Subtest
Posttest
February 1972 f ratio
Probability
Level
General
School
Norwood
:
Mean 35-250
S-D. 10-314 .054 .818
School X:
Mean 36-250
S.D. 10.695
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AnS ratio of -054 was computed from the data.
This f ratio has a probability of less than .818 of being
produced by random chance alone.
Table 4 shows the total mean student morale (in-
corporating all the subscales) for each of the four groups.
In interpreting this table, perfect positive morale would
be reflected in a mean score of 84. Perfect negative morale
would be reflected in a mean score of 0.
TABLE 4
MEAN STUDENT MORALE ON THE
SCHOOL MORALE SCALE
Group Mean Score
The original fifty students at Norwood
tested in October, 1971. 63*34
The original fifty students at School X
tested in October, 1971. 64.28
The original fifty students at Norwood
after posttesting in February, 1972. 62.26
The original fifty students at School X
after posttesting in February, 1972. 63.66
8,732 randomly selected Dade County
students tested in April, 1971** 45*3
*Dade County Schools, Department of Program Evaluation.
The reader is referred to Figure 13 for a graphic
representation of mean scores for each subscale on the School
Morale Scale* Included in this figure is an indication of
Dade County mean student scores.
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COMPARISON OF MEAN STUDENT SCORES
FOR EACH SUBSCALE OF THE SCHOOL
MORALE SCALE F i g
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Findings
In a consideration of whether the resultant probabili-
ties of random chance alone determined the significance of
the f ratios, only one hypothesis emerged as significant at
the .05 rejection level. That hypothesis pertained to the
student- teacher relationship subscale in comparing the
Norwood time2 mean with the School X time 2 mean.
In interpreting this finding it might be noted that
the students classify all adult personnel at Norwood as
teachers. Perhaps this finding is not appropriate in that
at School X teacher-student relationships may have been
measured whereas at Norwood adult-student relationships may
have been measured.
The probabilities of random chance alone causing
significance associated with the other thirteen hypotheses
range from .087 to -931. The .087 probability is associated
with the same hypothesis in the pretest setting that was
found significant in the posttest setting.
In noting the preceding Table 4 which compares the
mean scores of Norwood, School X and Dade County, the Norwood
students score was higher than the Dade County mean in
October, 1971, a month after the differentiated staffing
program had been implemented.
In February, 1972 the Norwood mean scores were still
above the county means and comparable to the control school t
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From an observation of the foregoing data, it seems
appropriate to conclude that student morale at Norwood (as
well as student morale at School X) is quite high when
compared with mean student morale in Dade County as a whole.
Objective Number Three
To cultivate positive community attitudes about the
school and education.
Presentation of data
In Tables 5-12 are presented the parent responses to
the questions asked in the telephone survey. The parents
were asked to rate certain school activities by using an
A B C D F grading system. (A rating of "C" was considered
average). The percentage in each chart refers to the results
of each of the three questions.
Tables 13-16 also present parent responses from the
three administrations. The format changes, however, from
an A-F scale due to the nature of the questions. The
question as asked is presented above each summary table.
It should be noted that those hypotheses relating
to the questions soliciting an A B C D F response are con-
cerned with the combined A and B responses only. These A
and B responses represent positive responses to the various
questions; and it was the difference in these positive
responses that was under consideration.
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For those hypotheses relating to the questions
soliciting an answer of "several times," "once or twice,"
or "not at all," only the response of "several times" was
considered in the analysis of the data.
For that hypothesis relating to the question which
solicited a "yes" or "no" response, only the "yes" response
was considered in an analysis of the data.
Analysis of structured
telephone survey
Three groups of data were presented. Percentages
were calculated on each group. Each question ms treated as
a separate category. The data for the individual items was
prepared and analyzed by an electric calculator. On
questions one through eight, responses A and B x^ere combined
3
and a t_ test -" was performed on these combined categories.
The following hypotheses x-rere then tested by use of
a t test on each of the tx^elve non-open-ended questions:
(a) There will be no difference in the percentage of
responses between the October, 1971 and the April,
1972 groups.
(c) There will be no difference in the percentage of
responses between the February, 1972 and the April,
1972 groups.
^Peck, on. clt .
,
p. C4.
^Ibid.
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(c) There will be no difference in the percentage of
responses between the October, 19?1 and the February,
1972 groups.
The resultant t_« s and associated probabilities for
the various hypotheses relative to the phone survey are
presented in the foregoing tables.
Findings
In a consideration of whether the resultant proba-
bilities of random chance alone have determined the signifi-
cance of the t values, the following discussion concerns
only those hypotheses significant at the .05 rejection level.
It might be noted on examining Table 5 that a
significant difference occurs between the October, 1971-
February, 1972 group and between the October; 1971-April, 1972
group. This finding is not necessarily a negative one. It
can be seen that no significant difference exists when
examining Table 8 which solicited opinion on the total
program at Norwood. Therefore a question soliciting opinion
on the teaching of the "3K’s" may be an inappropriate one
when assessing an innovative educational program such as
Norwood* s.
An examination of Table 7 reveals significance for
the October, 1971-February, 1972 group. However, the October;
1971-April, 1972 and February, 1972-April, 1972 results were not
significant
.
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Although significant differences occur in Table 10
the overall rating given the principal remained extremely
high.
In interpreting the results of Table 15 there was a
significant difference between the October, 1971 and April,
1972 groups and the February, 1972 and April, 1972 groups.
It can be observed that this finding does not necessarily
imply negativism. An increase in teacher-community contact
during the school year is probably desirable.
Objective Number Four
To inoure that maximum teacher time be spent on high
level professional tasks.
Presentation and analysis
Figure 14 represents the a.verage score on the task
logs according to organizational role. The time periods
under consideration are: a seven week span, occurring during
the months of November, 1971 through January, 1972; and a
six week span, occurring during the months of February, 1972
through April, 1972. In each case, the weeks chosen repre-
sent those weeks in which the most complete data was available.
As can be seen from the figure, average task per-
formance as represented by the average score on the task logs
was indeed differentiated. The different categories of
ITeam Coordinator
Si£ £1 6if«sifsi& a i « fe s’iifSinrjj'infi'is fcfeI»ci£&gw«vivt ai*M
Master Teacher
Teacher
P £ U tf8 6 U £ kltf¥ it w £ IS o %s a ie 's^t Jv kw WWi
InternKBEa A3
4.7
Aide
6.1
Key
Six Week Span
(Feb,-April,
" 72 )
-
bkiiRiaujI tiid tftn^W ii il
Seven Week Span
(Nov. "71-Jan. "72)
Average Task Score
203
AVERAGE SCORE OF TASK LOGS
ACCORDING TO ORGANISATIONAL ROLE Fig. 14
Task Complexity
204
staff members obtained, different average task scores; and
the higher the average task score, the more responsible the
organizational role.
Figure 15 depicts the average number of tasks
completed at each level according to organizational role.
The time period under consideration is the same seven week
span referred to in the previous figure. The least over-
lapping in the number of tasks performed according to role
occurred at Level I (most professional tasks)
.
It can be noted that aides and interns performed a
similar number of Level I tasks during the first three weeks,
but that with time, interns performed more Level I tasks
than aides. The team coordinator and master teachers con-
sistently performed more Level I tasks than teachers.
At Level II, it can be noted that in the first
weeks aides performed more Level II tasks ("teaching" type
tasks) than during later weeks. The number of Level II
tasks performed by teachers also leveled off.
At Level III, (clerical or paraprofessional type
tasks) it can be noted that the team coordinator and master
teachers regularly performed fewer Level III tasks than
personnel in other roles. One interesting finding here is
that the teachers performed more of these tasks than aides
during five of the seven weeks.
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According to the data gathered, teachers performed
more Level III tasks than interns during five of the seven
weeks under consideration.
In Figure 16 the average number of tasks completed
at each level according to organizational role is depicted.
The time period under consideration is the same six week
span referred to in Figure 14.
The data suggests that the team coordinator, master
teachers, and teachers continued to perform more Level I
tasks than either aides or interns.
It can be observed that interns performed more
Level II tasks than master teachers during the second span.
During the first span (as depicted in Figure 15) this was
not the case. This suggests that the master teachers were
allowing the interns more responsibility as they gained
experience
•
In the Level III portion of Figure 16 it can be
noted that the team coordinator and master teachers performed
fewer Level III tasks than any other personnel.
When Figures 14, 15, and 16 are analyzed, it can be
seen that role differentiation is more clearly observable
when average task log scores are considered than when the
numbers of tasks performed at the various levels are con-
sidered*
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Objective Number Five
To insure that the professional staff has a high
degree of ^ob satisfaction and a feeling of goal accomplish-
i
ment .
In order to assess the accomplishment of this
objective, a primary tool utilized has been the Purdue
Teacher Opinionaire (PTO)
. The Northeast District, Dade
County Schools, in order to obtain a measurement of teacher
morale, administered the Purdue (1970 Edition) to the
various district schools in June of 1971. Norwood
Elementary School and School X (which has been previously
designated in this study as the control school) were among
the schools surveyed-
In addition to the Purdue, another primary tool
utilized in the assessment of objective number five was
Peck’s Sense of Power Scale.
Presentation of data—PTO
Table 17 presents the results of the February, 1972
administration of the PTO at Norwood to thirteen members of
the professional staff (excluding the principal, interns and
aides). Also shown are the percentiles from the June, 1971
administration at Norwood. The value of the percentile
scale represents the percentage of a norm group of schools
that obtained either the same or lower median rating than
did Norwood on each factor according to the Purdue Testing
Service
.
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TABLE 17
SUMMARY OF PURDUE TEACHER OPINIONAIRE PERCENTILES
FOR NORWOOD ELEMENTARY SCHOOL
Factor
Norwood
June, 1971
Norwood
February, 1972
1
. Teacher Rapport with
Principal 96 94
2. Satisfaction with
Teaching 97 98
3. Rapport among
Teachers 95 97
4. Teacher Salary 90 88
5. Teacher Load 94 97
6. Curriculum Issues 90 90
7. Teacher Status 51 63
8. Community Support of
Education 51 66
9. School Facilities
and Services 79 88
10. Community Pressures 75 93
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High values (high percentiles) indicate the presence
of the quality represented by that factor, whereas low values
(low percentiles) may suggest lower morale concerning the
dimension when compared with other schools in the norm group.
Analysis and findings—PTO
The research design utilizing the PTO generated
several groups of data. In order to perform meaningful
interpretations the means and standard deviations on each of
the subtests (representing the ten factors of morale) that
make up the PTO for each of the groups were calculated.
Table 18 displays the means and standard deviations
for Norwood, 1971 on the ten subtests.
Table 19 displays the means and standard deviations
for Norwood, 1972 on the ten subtests.
Table 20 displays the means and standard deviations
for School X, 1971 on the ten subtests.
Table 21 displays the means and standard deviations
for the Northeast District means on the ten
subtests (1971)*
Table 22 displays an analysis of t value comparisons
for each subtest of the PTO between Norwood,
1971 and Norwood, 1972*
Table 23 displays an analysis of t value comparisons
for each subtest of the PTO between Norwood,
1971 and School X, 1971*
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TABLE 18
MEANS AND STANDARD DEVIATIONS OF NORWOOD, 1971
ON THE 10 SUBTESTS OF THE PURDUE TEACHER OPINIONAIRE
Subtest Mean Standard Deviation
1
.
2
.
3.
4.
5.
6 .
7.
8
.
9.
10 .
75.769
73.769
51.308
23.231
38.769
18.692
24.462
15.308
16.077
17.462
5.118
4.494
2.955
2.651
3.113
1.601
3.230
2.529
3.427
1.664
TABLE 19
MEANS AND STANDARD DEVIATIONS OF NORWOOD, 1972
ON THE 10 SUBTESTS OF THE PURDUE TEACHER OPINIONAIRE
Sub tes t Mean Standard Deviation
1 . 74.286 7.384
2. 73.286 5.180
3. 52.143 5.210
4. 23.500 2.929
5. 39.643 3.775
6. 18.929 1.385
7. 25.143 2.958
8. 16.143 2.905
9. 17.214 1.929
10. 17.857 1.791
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TABLE 20
MEANS AND STANDARD DEVIATIONS
ON THE 10 SUBTESTS OF THE PURDUE
OF SCHOOL X, 1971
TEACHER OP INIONAIRE
Sub test Mean Standard Deviation
1 .
2 .
3.
A.
5.
6 .
7.
8
.
9.
10 .
68.613
69.677
42.935
16.452
35.452
16.000
22.323
13.065
14.710
15.581
13.101
6.814
4.147
5.078
5.026
3.367
3.902
3.183
3.368
3.862
TABLE 21
MEANS AND STANDARD DEVIATIONS OF NORTHEAST
DISTRICT MEANS, 1971 ON 10 SUBTESTS OF THE
PURDUE TEACHER OPINIONAIRE
Sub t e s t Mean Standard Deviation
1 . 57.989 17.114
2. 66.391 10.118
3. 40.226 8.931
4. 17.447 4.861
5. 33.582 6.564
6. 14.566 3.982
7. 20.793 5.933
8. 13.707 4.045
9. 13.801 3.924
10. 16.338 3.224
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TABLE 22
ANALYSIS OF t VALUE SUBTEST COMPARISONS ON THEPURDUE TEACHER OPINIONAIRE: NORWOOD, 1971 vs. NORWOOD, 1972
Subtest No.
Norwood ' 71
Subtest No. t Value for Each
Norwood *72 Subtest Comparison
1
.
2 .
3.
A.
5.
6
.
7.
8
.
9.
10
.
vs
vs
vs
vs
vs
vs
vs
vs
vs
vs
1 .
2 .
3.
A.
5.
6
.
7.
8 .
9.
10
.
.602
.258
-
.507
-
.250
-
.653
-
.All
-
.572
-
. 79A
-1.073
-
.593
TABLE 23
ANALYSIS OF t VALUE SUBTEST COMPARISONS ON THE .
PURDUE TEACHER OPINIONAIRE: NORWOOD, 1971 vs. SCHOOL X, 1971
Subtest No.
Norwood '71
Subtest No.
School X *• 7 1
t Value for Each
Subtest Comparison
1. vs 1. 1.899
2. vs 2. 1.985
3. vs 3. 6.591
A. vs A. A. 539
5. vs 5. 2.201
6. vs 6. 2.7A2
7. vs 7. 1.739
8. vs 8. 2.255
9. vs 9. 1.222
10. vs 10. 1.682
214
Table 24 displays an analysis of t value comparisons
for each subtest of the PTO betireen Norwood,
1971 and Northeast District, Dade County Means,
1971 o
A bar graph "was constructed which represented the
means of each of the individual subtests for each of the
four groups. A perusal of the graph (Figure 17) and the pro-
file plot across subtests (Figure 18) reveals some differences
in the total profiles of the groups. The PTO data could be
considered a prolile of the groups over these several sub-
test indicies. T test-' comparisons were made for these
individual subtests among specific group combinations.
However, subtle nuances may be discerned from a comparison
of the individual means taken as one group profile vs. another
group profile. T test^ comparisons were performed among the
subtest means for each of several group configurations
utilizing an IBM 360 computer*
jEdwards, ot>. cit », p. 130.
6 t . • AI old.
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TABLE 24
^
NALYSIS °F t VALUE SUBTEST COMPARISONS ON THEPURDUE TEACHER OPINIONAIRE: NORWOOD, 1971 vs. DISTRICT MEANS, '71
Subtest No.
Norwood '71
Subtes t No
.
District
t '71
t Value for Each
Subtest Comparison
1 .
2
.
3.
4.
5.
6
.
7.
8 .
9.
10
.
vs.
vs.
vs.
vs.
vs.
vs.
vs
vs.
vs.
vs.
1
.
2
.
3.
4.
5.
6 .
7.
8
.
9.
10
.
3.742
2.625
4.469
4.280
2.844
3.730
2.224
1.423
2.080
1.254
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PURDUE TEACHER OPINIONAIRE
COMPARISON OF SUBTEST
GROUP MEAN SCORES Fig. 17
75.7
Subtest I
74.2
68.0
57.9
73.7
1L 2
732
69 6
2 66-3
513
3
52 1
42.9
ra 40.2
23.2, .23,5
164
17.4
39.6
24.4 2 5J
15 3
13 0
13 7
1 6.0
17.2
14.7
13-8
17.4 17.8 15.5
16.3
Norwood '71
Norwood '72
School "X"
N. E. District
Norms
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PROFILE PLOT ACROSS SUBTESTS
OF MEAN VALUES ON THE
PURDUE TEACHER OPINIONAIRE
BY GROUP
Mean
( b y
l
i 1 Norwood - '7 1
j j Norwood - '12
3
3 School"X" - / 7
1
4
4 District - '~j\
V a I ue
Group )
Subtest
s
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Al Norwood,.,. 1971 vs. Norwood, IQ72
In performing the t. test
7
for each of the subtests
of Norwood, 1971 vs. Norwood, 1972 it was found that the
resultant t varied in absolute value from 0.250 to I. 07 .
Associated corresponding probability levels for the appro-
priate degrees of freedom range from a low of approximately
.4 to less than . 15 ; where the probability expresses the
probability of random chance generating the difference in
the corresponding subtest means. The data suggests that
there is no highly significant difference between the two
gro ups
.
B- Norwood, 1971 vs. Northeast
District Dade County Means, 1971
O
In performing the t_ test for each of the subtests of
Norwood, 1971 vs. District Means, 1971 it was found that the
resultant t varied in absolute value from 1.25 to 4 . 47 .
Associated corresponding probability levels for the appro-
priate degrees of freedom range from a low of .10 to less
than . 0001
,
where the probability expresses the probability
of random chance generating the difference in the corresponding
subtest means.
This data suggests that there is a statistically
significant difference among the ten subtests for these two
7Ibid.
8
Ibid
•
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groups at the .10 level of random chance or less. Thus it
can be concluded that Norwood, 1971' s subtest means are
significantly higher than the District means.
C. Norwood. 1971
vs. School X. 1971
In performing the
_t_test9 for each of the subtests
of Norwood, 1971 vs. School X, 1971. it was found that the
resultant t varied in absolute value from 1.22 to 6.59.
Associated corresponding probability levels for the appro-
priate degrees of freedom range from a low of approximately
.10 to a high of less than .0001, where the probability
expresses the probaoility of random chance generating the
difference in the corresponding subtest means. However,
only one subtest t_ value had a value which raised the proba-
bility of random chance alone causing the means to differ by
•10. All the other subtests differences were significantly
different statistically at at the .05 level or less. Thus it
could be concluded that Norwood means are higher than School X.
Analysis of Sense
of Power Scale
Two groups of data were presented. The means and
standard deviations were calculated on each group.
97Ibid.
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The following hypothesis was then tested: That
there will be no difference in the group between time
1
and
time 2 on the Sense of Power Scale-
In Table 25 the scale scores for the teachers of
the Norwood staff at time-j^ and time
2 are presented.
TABLE 25
SCALE SCORES FOR THE TEACHERS
OF THE NORWOOD STAFF
Sense of Power
Scale
Score
Number of Teachers
Making the Score
Norwood.,
October,
1971
Norwood
2
April,
1972
High Sense of
Power 9 4 6
8 3 2
7 1 0
6 0 1
5 3 1
4 1 3
3 0 0
2 0 0
1 1 0
Low Sense of
Power 0
0 0
Tables 26 and 2 7 present the response patterns of
the Norwood staff at the time of each testing.
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TABLE 26
SCALE FROM THE SENSE OF POWER (PECK) DATA
FOR THE NORWOOD STAFF (N=13)
October, 1971
Response Pattern by Numbers
3 5
Scale Type
10 1
Frequency
13
Error
0
1
0
1
0
0
0
4
2
0
0
2
0
10
Coefficient of reproducibility 91.0%
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TABLE 27
SCALE FROM THE SENSE OF POWER (PECK) DATA
FOR NORWOOD STAFF N = 13
April, 1972
Response Pattern by Numbers
3 5
Scale Type
7 6 8 4 10 1 2
Frequency Error
7
6
5
4
3
2
1
0
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
+
4
1
1
1
1
0
1
1
1
1
1
0
0
0
0
0
1
1
0
1
0
1
1
0
1
3
0
0
0
0
13
Coefficient of reproducibility 92.3%
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Findings
Xu Table 28 a comparison of means between time and
tirne^ is presented.
i
TABLE 28
COMPARISON OF MEAN SCORES OF THE NORWOOD
STAFF ON THE SENSE OF POWER SCALE
BETWEEN TIME
1 AND TIME2
Norwood^ Norwood
2
Mean = 6.4615 Mean = 7*15
Standard
Deviation = 2.19
Standard
Deviation = 2.88
Number = 13. Number = 13 •
t = .69
P = -25
This test may not have been appropriate as the two
groups were related* However, since no index of relation
was available due to the total anonymity of the test procedure,
the above test was calculated for edification.
The hypothesis tested was: That there will be no
difference between mean scores at time^ and timeg • The
results presented indicate that at both tlme^ and time 2 the
teaching staff of the Norwood school had a high sense of
power. This suggests that the majority of teachers of the
Norwood staff believe that they are able to influence the
course of events within Norwood Elementary School.
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Objective Number Sly
To demonstrate that a differentiated staffing organi-
zational design such as Norwood Elementary School’s provides
unique training opportunities for teachers and student
teachers
.
Three procedures were utilized in attempting to
determine the effects of the training experience. One,
structured interviews were conducted with the Norwood
teachers and the interns to gain their perception of the
training experience. Two, written questionnaires were
administered to teachers and interns. Three, a cognitive
achievement test was constructed and administered to the
Norwood teachers and a control group.
Presentation and analysis of
data-- teacher interviews
In an attempt to assess the effectiveness of the
summer training experiences, interviews were conducted with
the teaching staff of the Norwood Elementary School. These
interviews were conducted on October 18 and 19, 1971. The
Interviews were conducted on these dates for the purpose of
determining the teachers' perception of the effectiveness of
the summer training, after having had experience in the model
for six weeks* A total of thirteen teachers participated in
the interviews.
The responses to each of the questions are summarized
and analyzed below.
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1 * Responses to the question, "What were the major
strengths of the summer workshop?"
The teachers responded to this question by referring
to specific techniques which were presented to them during
the sessions* All of the areas that were covered during the
training sessions were mentioned at least once (by at least
one of the teachers)
.
The area which was mentioned the most was the gaining
of skills in behavior modification techniques. Peer super-
vision, the use of Cuisenaire rods and the classroom applica-
tion of Piagetian developmental theory were also mentioned
often in response to this question.
Two of the teachers gave more general answers to
this question. One was that one of the major strengths of
the training sessions was that it provided an opportunity
for him to become better acquainted with the other teachers.
A second response to the question was that the sessions
appeared to be consistent with and highly supportive of the
philosophy of the school. These are significant statements
due to the fact that these two teachers were new to the
Norwood staff.
2. Responses to the question, "What were the major
weaknesses of the summer workshop?"
The responses to this question included: (a) the
sessions were too intense, (b) some of the consultants
226
lectured too much (there should have been involvement in the
technique presented), (c) some tried to cover too much, (d)
the participants were required to sit in one place too long,
and (e) sometimes the mode of presentation was inconsistent
with the idea stated.
These responses appear to indicate that the inapnro-
priateness of the instructional methods employed by some of
the consultants during the sessions was the major weakness of
the training program.
3* Responses to the question, "What specific
aspects of the summer training program have you
utilized so far?"
The teachers indicated that the following areas of
the summer training program were currently in use: (a) the
techniques learned in the multiple use of the Cuisenaire rods;
(b) the techniques for utilizing the Words in Color program;
(c) behavior modification techniques; (d) diagnostic measures
based on Piagetian theory; and (e) techniques in peer super-
vision.
The techniques which the greatest number of teachers
indicated presently in use were behavior modification tech-
niques and the utilization of the Cuisenaire rods. All of
the teachers participating in the interviews indicated that
they were highly aware of most of the aspects encountered
during the summer training program. These teachers indicated
that they would further develop and Implement many of the
techniques as the year progressed.
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4. Responses to the question "What areas should have
"been included that weren't?"
The areas mentioned by the teachers in response to
this question were more skills in team teaching; knowledge of
different ways to group students for learning activities;
skills in more effective communication processes with other
teachers and with interns; more knowledge and skills in
working with and training interns; and more skills in the
decision-making process in reference to team teaching.
By far the greatest number of responses to this
question related to the need for skills in working with the
interns. In turn, the specific aspect mentioned most often
in this area vias that of assisting the interns in classroom
management skills.
Findings— teacher interviews
From the perceptions of the Norwood staff the Summer
Workshop was valuable in many respects. First, the teachers
were able to identify their needs and, therefore, selected
those activities for the Workshop that were the most relevant
for them. Second, the teachers played a part in selecting
the resource people that they felt were the most qualified
in meeting their specific training needs. Third, and perhaps
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most Importantly, all decisions for the workshop Included the
collective input of the total teaching staff.
During the interviews, the teachers appeared to be
sustaining a high degree of excitment toward the training
experiences they had encountered during the summer workshop.
Presentation and analysis of
_data--.jntern interviews
Twenty-six interns participated in the training
sessions during the last two weeks in August* Twenty-one
of these interns were students at Florida Atlantic University
and five were students at the University of Massachusetts*
The interns were asked to respond to the following
Interview questions in October, 1971:
1* What were the major strengths of the summer
training session?
2. What were the major weaknesses?
3* What should have been included for Interns that
was not offered?
4* Do you have any additional comments?
The responses to each of the questions are analyzed below.
1* Responses to the question, "What were the major
strengths of the summer training session?"
Most all of the interns felt that one of the major
strengths of the sessions was that it allowed them the
opportunity to become acquainted with the teachers and other
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interns with whom they would be working throughout the year.
The majority of the interns felt that another major strength
of the session was that it provided an opportunity for them
to become acquainted with the goals, methods, and materials
of the programs which they would be using with the students.
A third major strength of the session was that it provided
an opportunity for the interns to gain knowledge of the goals
and procedures of the Norwood School as a whole.
2. Responses to the question "What were the major
weaknesses of the summer training session?"
About half of the respondents indicated that they
were not aware of any major weaknesses of the training
session. The areas of weakness indicated by the other res-
pondents included not enough assistance in how to instruct;
needed more information on behavior modification; needed
more knowledge of content in the major curriculum areas used
in the school; needed more intense work in order to gain a
greater mastery of the programs used with the students;
needed to work more closely with the Norwood teachers; and
needed more knowledge of the resource materials available.
3* Responses to the question "What should have
been included for interns that was not offered?"
About one third of the respondents indicated that
nothing should have been included in the session which was
230
not offered. Of the other respondents approximately three
fourths of them indicated they wanted more assistance in the
utilization of the instructional materials they are using
with the students. Approximately one half of these respondents
indicated that they needed more assistance with classroom
management techniques (including the management of behavioral
problems)
.
4. A summary of the additional comments made by the
interns.
Of the additional comments made, over eighty per cent
were extremely positive in nature. The majority of the
interns felt that the sessions were very valuable in preparing
them for their experience in the Norwood School. Several of
the interns indicated that the sessions were one of the high-
lights of their total preservice college training program.
Findings—
-intern interviews
The results of this study appear to indicate that the
training sessions for the interns were successful. The two
major areas in which more work with the interns is needed
appeared to be a greater knowledge and understanding of the
specific instructional programs being used with the students;
and the gaining of skills in the techniques of classroom
management.
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Teacher questionnaire
This questionnaire was administered to the team co-
ordinator, the master teachers, and the teachers in February,
1972. The instrument ms formulated to tap teacher per-
ceptions of (1) the student teacher program at Norwood, and
(2) the opportunities for professional growth afforded by
the differentiated staffing program at Norwood*
Following are the reactions to the questionnaire
administered to the resident teaching staff at Norwood.
Question: How has the differentiated staffing design at
Norwood aided you in the training of interns?
Responses: Since the interns are with us for a longer
period of time, we have been able to train
them in the use of materials, in ways of
working with small groups of children (rather
than 30+ a t a time), and using their own
creativity and ideas in our afternoon program.
The length of the program has permitted more
in-depth training. Allows the interns to see
many techniques and programs; differentiation
of training of interns by professional staff.
We have been able to train the interns in use
of materials and working with small groups of
children. This gives them a chance to use
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their own creativity and really get to know the
children better.
Flexibility of children and teachers has
enabled us to spend limited school time in
intern training.
Has more time to train the interns with
materials and classroom management skills.
The interns work with a variety of teachers,
time is spread out among more interns and
more teachers, this requiring considerable
time* I find that the interns must be more
structured
.
Working with a variety of interns has been
interesting and rewarding. Planning has been
confined to fewer curricula areas because of
partial departmentalization. Not directly
responsible for scheduling and training of
interns
.
Gives a full year to really involve the intern
in a total program, helps us see the scope of
the intern progress.
The summer training on peer supervision provided
techniques which should have great value in
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Question:
Responses
:
supervising and training interns. I have
learned much from this first year's experience
with a large number of interns about what to
do and what not to do with new people.
The summer training gave us techniques to use
in evaluation performance. However, we have
not had time to use these techniques.
We had many ideas for training interns—and
have had lots of interns who needed lots of
training—but need more time to work with
interns when students are not here, enough
people in area for master teachers to super-
vise interns at work and for interns to
observe teachers at work.
If it has not aided you, what suggestions for
improvement do you have?
The interns need to have more time for
planning with master teachers, for critiquing
video tape lessons, for using peer process
analysis, in place of some of the course work
now required by their university.
Needs more time for planning with master
teachers and time to plan and use the peer
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process analysis In place of so many university
courses
.
The FAU interns leave at 3:00 and this
greatly hinders our training of interns in
school. On the job training programs would
be more beneficial.
More specific help from university personnel.
Insufficient time for -planning and follow
through.
These techniques have not been as much value
as they should have been because of lack of
opportunity to carry them out. (peer super-
vision)
V/e need more help so we can spend more time
training interns.
More time to work with interns when students
are not here, enough people in area for
master teachers to supervise interns at work
and for interns to observe teachers at work.
Primary concern—ample time for demonstrating
and planning with interns.
Question:
Responses
:
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How has differentiated staffing at Norwood
aided your professional growth?
Differentiated staffing has given me con-
siderable experience in interviewing tech-
niques for hiring personnel; planning and
budgeting funds; planning for large and small
group instruction; instructing personnel in
the function and use of materials (especially
in math) ; using peer process analysis tech-
niques, organizing for instruction, planning
a variety of ways to use professional as well
as intern members of staff; and scheduling
time for team as well as for instruction.
Differentiated staffing has given me con-
siderable experience in planning for large and
small group instruction; instructing personnel
and organizing materials-
Differentiated staffing has been greatly im-
portant in leadership training, organizing for
varied types of instruction (small group,
large group, etc.) adult rapport, shared res-
ponsibilities, group decisions, learning from
each other, sharing of ideas, curriculum
materials, handling of interns and other pro-
fessionals*
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Differentiated staffing has given me a broader
knowledge of different ways to group students
for learning activities. It helped in decision-
making process in reference to team teaching,
new techniques in peer supervision and new
skills in leadership training.
The greatest benefit has been seeing the
different successful and otherwise use of
materials. I have seen techniques which in
theory don’t work and here they haven’t worked.
Exposure to varied personalities and usage of
techniques and materials has been extremely
advantageous. The utilization of unique
talents as provided by additional staffing.
Has forced me to be on my best level of per-
formance at all times as an example:
1. Has enabled me to let go of unimportant
or menial tasks and concentrate on
diagnosis and prescriptive teaching.
2. Has enhanced my awareness of other
people's performance.
3* Has extended my knowledge of methods,
writers and new ideas plus
.
4. Has helped me extend myself into areas
I would not have ventured-
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Question:
Responses
:
Working with a large number of professionals
and interns has certainly contributed to my
professional growth in sharing ideas and
working out problems of curriculum and organi-
zation.
It has provided more opportunities for me to
concentrate on a small instruction group.
It has provided many new experiences in
organizing and scheduling large masses of
students and adults. I have had an opportunity
to work with smaller groups and diagnose
specific problems.
Capitalizing on special talents of different
people
.
If it has not aided your professional growth,
how would you like to see the differentiated
staffing program amended so that it could aid
in this regard?
More time and opportunity to practice those
things we wrote into the model regarding
working with children and adults. Could use
more training in administration and super-
vision of interns*
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Many aspects of the program have not functioned
as we'd planned— X feel if we can adjust so
that these aspects are possible that profession-
al growth will be greater*
Some formal (course work) background in super-
vision and administration for the master
teachers. It may be valuable to analysis of
the differentiated staffing and the role
definitions
.
Findings— teacher questionnaire
Generally, teacher reaction seemed to indicate that
the Norwood program has been a beneficial factor in their
professional growth. Lack of time seemed to be an important
factor. Some formal training in supervision and administra-
tion was mentioned as a prelude to possible analysis of role
definitions. A feeling that program adjustments are needed
was mentioned.
The teachers seemed to feel that the Norwood program
has been an aid in the training of interns. Again, lack of
time to implement training ideas and techniques was mentioned.
As an aid to an improved program, more specific help from the
involved university personnel was suggested by a respondent.
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Intern questionnaire
This instrument was administered, to the Norwood
interns in February, 1972. The questionnaire was designed
to assess the perceptions of the teacher trainees.
Following are the reactions of Norwood interns to
the questions posed-
Question: What advantages has the differentiated staffing
program at Norwood provided you with as opposed
to a traditional teacher education program?
Responses: I have no basis for comparison but feel that
after two years of working with children under
critical observation, I will be a better teacher.
I feel there are no differences.
I have never had an opportunity to observe or
work in a traditional program therefore, I can-
not compare advantages.
I cannot say at this time. I have not had the
opportunity to be in a traditional teacher
education program.
The biggest advantage of the differentiated
staffing program is that it has enabled the
interns to watch and learn from four excellent
master teachers. Because there is more than
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one master teacher it allows an intern to
observe a variety of teaching methods. I
also feel that, unlike a traditional setting,
the differentiated program has allowed the
intern more experience actually working with
children than otherwise might have occurred.
The differentiated staffing program has offered
me the opportunity to put to use the practices
and methods that the traditional education
program only gets to study.
It has provided me with more of an opportunity
to work with children. It has also given me a
chance to work with different materials. I
also feel that by being able to work with a
smaller number of children this was an advantage
because I was able to get to [mow the children
better and to work on a more individual basis
with each one.
I feel that the advantages offered me by the
differentiated staffing program at Norwood,
have been: turning to teachers for different
sources of information in their specialization
of math and reading program.
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This program has afforded me the opportunity
to work with four teachers who in my opinion
were and still are excellent sources of infor-
mation. I believe that this has helped me a
great deal. Having differentiated staffing
helps to give more help to where there is the
greatest need: the children. The traditional
teacher education program is too restrictive
and offers no room for growth. The ideas of
one person instead of several prevail.
I feel at a disadvantage this year, because of
full time teaching duties and full time college
courses. The tension and pressure of the pro-
gram was very upsetting at times; time spent
this year is an advantage if you can make it
through the year.
We have much greater teaching preparation
experience here than in the traditional school.
Being able to work with several other interns
and teachers rather than just one as in a
traditional school. Seeing how many different
people work is very helpful in learning different
methods of handling students and planning work.
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The differentiated program has given me a lot
of responsibility, much more than a traditional
program. Because of this I will feel more
sure of myself in a classroom situation. Also,
the differentiated program, as opposed to
traditional, gives each person their own duties
rather than pile them on the student teacher.
The biggest advantage is that an intern is a
part of the school classroom for a full year.
She is able to watch the students progress and
learn how to plan accordingly. She has more
time to become closer to the staff, learn more
about school policy, administration and
curriculum. More responsibility is given to
the intern when she is ready for it, there is no
limiting time pressure to give something to
someone before they can handle it. Because of
my classroom experiences, I feel more sure of
myself, I will not have a lot of the same prob-
lems or fears as a first year teacher. Oh, yeah,
I wasn’t frustrated by having to observe for two
or three weeks, I could go to it.
Question: If you do not feel that any unique advantages
have been afforded you by the Norwood program,
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Responses
:
what suggestions do you have for altering the
program so that it could aid you more?
More observation, with constructive criticism.
More time for intern observation and super-
vision. More planning time. Fewer obligations
to master teachers. Getting into instruction
more quickly.
I feel that this program is unique and therefore
just being here is an advantage. I think that
the interns should get more chance to teach a
variance of subjects. Also more chance for
observation.
More supervision by teachers in the area. More
time for planning. Instead of staying in one
area for two months or more, move to a different
area. Get into more instruction areas. More
time for observing high order instruction.
Time is needed for planning and observation in
each area. Class credit should also apply to
what you’re doing in school, not needless time
spent on studying for tests and preparing pro-
jects. There is sometimes a gap between
teachers and interns; you don’t know what you’re
244
doing right or wrong. It has been a truly
unique experience, I learned a lot, if it was
good or bad. I've enjoyed working at Norwood.
I feel that the university course load, in
some cases, is too heavy to give the school
more time
.
I think the interns should spend more time
planning with their master teachers. Also,
I feel student interning should be urged for
the freshman and sophomore in college,
especially in a school like Norwood.
Fewer outside commitments for those who have
them. The program has had scheduling problems
but once it is running smoothly, things should
be 0
.
K.
Findings— intern questionnaire
Although some of the interns felt that they lacked
the experience to make a comparison with traditional programs,
some benefits of the program emerged from their comments.
These advantages related to the length of internship, the
more comprehensive preparation, and the opportunity to
experience a variety of educational situations.
Some of the students who had to take college courses
during internship seemed to feel that taking classes as well
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as working in the school was too great a workload. Lack of
time was also mentioned as a deterrent. The interns seemed
to want more opportunity for observation and supervision by
master teachers. They also expressed a desire for more
opportunity to observe and work with their master teachers.
Teacher Cognitive Test
The test was administered to thirteen teachers at
Norwood in September, 1971 and April, 1972. The test was
designed to serve as a tool for measuring the cognitive
change resulting from the inservice training sessions.
Three groups of data were presented. The mean and
standard deviation were calculated on each group.
The data for the individual items was prepared and
analyzed by a computer program on a 370/50 computer and forms
the basis for Table 29 which follows.
TABLE 29
SUMMARY TABLE OF TEACHER COGNITIVE DATA
School X Norwood^ Norwood2
Number of questions 20 20 20
Number of tests graded 15 13 13
Highest score 13 18 19
Lowest score 4 7 10
Range of scores 9 11 9
Mean score 8-3 15-8 15-1
Standard deviation 2.93 3-19 2.24
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Analysis—Teacher
Cognitive Test
In testing the hypothesis that there will be no
difference between Norwood time, and School X time, in their1 1
respective means, the resultant t_ was found to be significant
at the .001 level-
TABLE 30
TEACHER COGNITIVE TEST COMPARISON BETWEEN
NORWOOD AND SCHOOL X AT TIME 1
Norwood.. School X^
Mean = 15-8 Mean = 8-3
Standard
Deviation 3-19
Standard
Deviation 2.93
Number = 13- Number = 15-
Ho: Norwood^ - School X = 0
t = 6 . 44
p .0001
In testing the hypothesis that there will be no
difference between Norwood timcp and School X time^ in their
respective means, the resultant t_ was found to be significant
at the .001 level-
24?
TABLE 31
TEACHER COGNITIVE TEST COMPARISON BETWEEN
NORWOOD AT TIME 2 AND
SCHOOL X AT TIME 1
Norwood^ School X-^
Mean = 15*1 Mean = 8.3
Standard
Deviation 2.24
Standard
Deviation 2.93
Number = 13. Number = 15*
Ho: Norwoods - School X, - 0
t-6.95
p .0001
In testing the hypothesis that there will be no
difference between Norwood time^ and Norwood tirne^ in their
respective means, the resultant t was found to be significant
at the *3 level.
TABLE 32
TEACHER COGNITIVE TEST COMPARISON BETWEEN
THE NORWOOD STAFF BETWEEN
TIME 1 AND TIME 2
Norwood^ Norwood2
Mean = 15*8 Mean = 15*1
Standard
Deviation 3*19
Standard
Deviation
- 2.24
Number = 13* Number 13*
Ho: Norwood^ - Norwood2 =0, t = *65» P - *25
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This test may not have been appropriate as the two groups
were related. However, since no index of relation was
available due to the total anonymity of the test procedure,
the above test was calculated for edification.
It might be noted on examining Table 32 that the
probability
.3 associated with the third hypothesis suggests
that the cognitive scores were maintained at Norwood over
time.
These results appear to indicate that the knowledge
gained by the Norwood staff as a result of the training
experience was relatively high. In other words there was a
cognitive change in the Norwood staff as a result of parti-
cipating in the training sessions.
Summary
In Chapter V the six selected objectives of the
Norwood program were identified. The data generated through
the assessment procedures outlined in Chapter IV was presented
and analyzed. In Chapter VI, which follows, the summary,
conclusions, and implications of the study are presented.
CHAPTER VI
SUMMARY
,
CONCLUSIONS AND IMPLICATIONS
The major objectives of this study were: (1) to
identify the principal actors and incidents influencing the
inception, organization, and implementation of the Norwood
Elementary School Differentiated Staffing Program, and
(2) to determine the relative effectiveness of the program
in meeting six selected objectives of the Norwood Program,
as stated by the Norwood staff prior to the initiation of
the operational-instructional phase of the program.
The purposes of the study were:
1. Through a study of documents from the Florida State
Department of Education, the Florida School Staffing
Study, the Dade County School District, the Northeast
District of Dade County Schools, and local documents
from Norwood Elementary School, identify the major
actors and incidents crucial to the inception,
organization, and implementation of the Differentiated
Staffing Project at Norwood Elementary School.
2. Through a study of documents from the Florida State
Department of Education, the Florida School Staffing
Study, the Dade County School District, the Northeast
District of Dade County Schools, and local documents
2^9
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from Norwood Elementary School, determine those
aspects of the Differentiated Staffing Program
unique to Norwood Elementary School.
3* Through the use of the pretest-posttest equivalent
control group experimental design, determine the
cognitive changes which took place in the Norwood
students as a result of participating in the Norwood
program. These cognitive changes related specifi-
cally to the students’ achievement in reading
comprehension and math computation.
4. Through the use of the pretest-posttest control group
quasi-experimental design, determine the attitudinal
changes which took place in the Norwood students as
a result of participating in the Norwood program.
These attitudinal changes related specifically to
the positive or negative student attitudes toward
school
.
5* Through the use of non open-ended questions in a
series of three structured telephone surveys, deter-
mine the change in parents’ attitudes toward the
Norwood program.
6. Through the development and implementation of the
"School Personnel Weekly Task Log Procedure," deter-
mine the professional level of the tasks being
performed by the teachers, interns, and teacher
aides in the Norwood program.
251
?. Through the use of the pretest-posttest quasi-
experimental design determine the attitudinal
changes which took place in the teachers on the
Norwood staff as a result of participating in the
Norwood program. These attitudinal changes
specifically related to the professional staffs
perception of job satisfaction, and a feeling of
goal accomplishment, and sense of alienation.
8. Through the use of a series of structured interviews
and questionnaires determine the attitudes of the
professional staff and the Interns toward the in-
service and preservice training opportunities pro-
vided for these persons as a result of participating
in the Norwood program.
9* Through the use of a two phase posttest-only control
group quasi-experimental design, determine the
cognitive changes which took place in the teachers
on the Norwood staff as a result of participating in
the summer workshop sessions. These cognitive
changes related specifically to the teachers' gain
in the knowledge of the concepts presented during
the workshop sessions.
10. Through on-site observations made by the investigator,
and through various unobtrusive measures, such as,
informal discussions with the teaching staff and
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interns, statements made by consultants and other
visitors and correspondence materials determine the
relative degree to which the six selected objectives
have been accomplished.
11. Through an analysis and synthesis of the findings
generated from the procedures described above (items
three through ten)
,
develop conclusions focusing on
the relative degree to which the six selected
objectives of the Norwood Differentiated Staffing
Program have been reached. These conclusions were
based on emergent patterns rather than on specific
or isolated instances.
12. From the conclusions developed from the study,
develop recommendations relating to: (a) changes
which should be made for the second year of the
program, (b) procedures to be used in the assessment
of the program for the second year and (c) the com-
ponents of the Differentiated Staffing Program and
the assessment program which could be adapted by
other schools.
Methodology Used in the Study
The study has incorporated two types of designs:
(1) a descriptive case study method and (2) a multifaceted
assessment design.
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In order to obtain information needed to describe
the inception, organization, and operational design of the
Differentiated Staffing Project at Norwood Elementary School,
the investigator gathered data from the following sources:
1* U-S.O.E. Grant Reports as distributed through the
Florida School Staffing Study.
2.
Correspondence from the Norwood Steering Committee.
3« Reports from SPU Institute Conferences.
4 . Dissemination bulletins from SPU.
5 « Reports from the Florida School Staffing Study.
6 . Interviews with local and state officials.
In order to obtain information needed to determine
those aspects of the differentiated staffing program unique
to Norwood, data from the following sources was gathered:
1. Memorandums and other correspondence materials from
the District Superintendent to local schools.
2. State of Florida Grant Reports.
3. Memorandums and other correspondence material
generated by the Norwood staff.
4 . Minutes from the meetings of the Review Advisory
Committee
.
5 . Reports from the Florida State University Evaluation
Team*
6 * Correspondence materials from the Florida State
Department of Education*
2^4
7* Observations and reports of planning workshops
conducted with the Norwood staff.
8. Minutes from the Dade County School Board meetings.
9* Interviews with local district and county school
officials
.
10. The prospectus entitled "A Program for Differentiated
Staffing."
Through an analysis and synthesis of the data
obtained from informational documents, research reports and
private interviews, the major actors and incidents influencing
the inception, planning, organizational and operational phases
of the school were enumerated, and presented in narrative form.
The resulting narration provided a background for the
second phase of the study, which included an assessment of
the degree of accomplishment of six selected objectives.
Summary of Findings and Conclusions
Norwood Elementary School is a public school that
developed a differentiated staffing program to accomplish
the following goals: (1) utilize teachers more efficiently,
(2) develop greater professional commitment among teachers,
(3) create more effective learning climates for children, and
(4) provide unique training opportunities for preservice and
inservice personnel* A descriptive documentation of the
planning, organization and implementation of the school
program and an assessment of the effects of the program on the
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students, community and the staff were presented In Chapters
111, IV and V. The most significant points are summarized
below:
1* Findings and conclusions relating to planning for the
Norwood Differentiated Staffing Program.
a) The Norwood Elementary School Differentiated
Staffing Program was implemented only after a
thorough analysis by the Norwood Steering Com-
mittee of educational needs and philosophies.
b) Before implementation of the differentiated
staffing program, a definite written plan was
prepared. This document outlined: (1) the
objectives of the school, (2) utilization of
space, (3) organization of teams, (4) qualifica-
tions of professional and paraprofessional staff
members, (5) the intern program, (6) a decision-
making process, (7) salary schedules, (8) oppor-
tunities for preservice and inservice personnel,
and (10) procedures for continuous assessment of
the stated objectives.
c) From its inception the school had a hierarchical
arrangement of personnel. Staff members were en-
thusiastic about team teaching. They had indicated
an interest in experimenting in a team teaching
setting when hired for their positions, and had
participated in a series of workshops in inter-
personal relations. Therefore, an open atmosphere
which facilitated communication was established
prior to the staff's involvement in the program.
d) Within the differentiated staffing prospectus that
the Norwood staff developed, thirty-one program
objectives were stated. These related to the
school staff, the community and the students.
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Realizing that it would be extremely difficult to
focus their attention on thirty-one broadly
stated objectives during the first year of the
project, the Norwood staff more carefully
scrutinized the objectives* This resulted in
the selection and refinement of six of the
objectives to be used as focal points of attention
for the first year of the project* Data was
collected from the following sources:
(1) Use of standardized instruments.
(2) Research reports*
(3) A task log developed to measure use of
teacher time *
(4) Written questionnaires *
( 5 ) Informal personal interviews with school
personnel *
2. Findings and conclusions relating to organization of
the Norwood Differentiated Staffing Program*
a) A six week summer training workshop was conducted
for the Norwood teaching staff to increase their
professional knowledge and competencies. The
results obtained from teacher and intern inter-
views, questionnaires, and a cognitive test
revealed that the workshop was successful and
provided valuable learning experiences which
helped them to better organize and implement the
instructional program*
b) The school had been constructed before the
differentiated staffing program was designed;
however, the physical plant was organized on an
open-plan basis* The Intended purpose of this
architectural design was to help each child
achieve his maximum potential through the
25?
facilitation of individualized instruction, team
teaching and a nongraded program.
c) The teachers in each instructional area were res-
ponsible for coordinating and implementing total
curriculum experiences for all students in their
area. There was no division of students by the
traditional "grades" or other categories based
4.
strictly on the number of years in school. In-
stead, within each of the four instructional
areas, teachers were expected to be responsible
for multi-age heterogeneous groupings.
d) Differentiated positions were established by
creating new roles, responsibilities and salary
ratios. The Team Coordinator was directly
accountable to the principal. He received a
salary 25 per cent greater than a regular teacher’s
salary and was responsible for the instructional
program. A year-long intern program was estab-
lished to demonstrate that a flexible staffing
organizational design could provide unique
training opportunities for teachers and interns.
Some of the instructional and non-ins true tional
positions allocated were placed on a 230 day basis
for as long as funds were available within the
regular personnel budget as established for the
196 day employment period. Authorization was
granted by the Dade County School Board to re-
allocate budgeted funds from the school’s
teacher salary account to the contracted services
account or to appropriate budget accounts used
for the purchase of instructional materials.
e) The hierarchical organization of the school staff
required that a formal mechanism for insuring
professional involvment in decision making be
established. A faculty senate, which became the
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policy making group for the operation of the
total school, was created. This body consisted
of the principal, team coordinator and master
teachers. Each member had one vote with the
principal voting only to break a tie.
f) Through the intercedence of the Florida School
Staffing Study, the Florida State Department of
Education added a classification of teacher
aides at a ratio of two aides for one teacher*
This alteration assisted Norwood in meeting the
Florida accreditation standards for pupil-teacher
ratios. The State Department of Education further
agreed that the school could consider instructional
interns as instructional aides who would be under
the supervision of certified teachers. When
considering the number of certificated teachers
on the staff, the teacher-pupil ratio was
approximately forty to one, a ratio considerably
higher than that of other elementary schools in
the county. However, with the addition of the
number of Interns and aides to the teaching
staff, the adult-pupil ratio for each instruction-
al area was approximately fourteen to one.
g) A Review Advisory Committee, which was composed
of selected County administrative and supervisory
personnel, a representative from the Classroom
Teachers Association, the principal of the
participating school and the District Superinten-
dent, Project Director, a classroom teacher from
Norwood and the Northeast District Director of
Elementary Education functioned as an advisory
and supportive vehicle for the Implementation of
the proposed program. It also provided a forum
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wherein issues and problems were discussed, and
solved. The findings of this study revealed
that the Committee provided services and
assistance which may have been difficult (if
not impossible) to obtain in the absence of
this advisory DOdy • For example, the solutions
to the problems of certification requirements,
financing, analyzing the local county personnel
policies and other matters depended upon the
collective cooperation and commitment of the
committee
.
3* Findings and conclusions relative to the implementa-
tion of the Norwood Differentiated Staffing Program.
a) There was general agreement among the staff that
since each participant was a vital element in
the school, each teacher should then become a
member of the Steering Committee. Because the
Steering Committee was composed of all certi-
ficated faculty members, total involvement in
issues such as curriculum alteration, decision-
making policies, teacher remuneration and
curriculum planning was effected.
b) The development of the differentiated staffing
model was accomplished in a definite and
structured manner which detailed the elements
necessary to model construction. Informal
daily logs were individually kept by the
teachers in order to identify teaching tasks.
These tasks were then categorized as to their
complexity and importance to the teaching function.
Video taping became an integral part of the
developmental phase in order to facilitate
decision making in reference to task analysis.
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c) The differentiated staffing program implemented
by Norwood did not increase the normally
allocated school budget. All salaries, supplies
and other expenses (with the exception of train-
ing costs) were paid from the normal school
allocation.
d) The teaching staff conducted an extensive
survey of the community in order to determine
if the climate was conducive to the implementa-
tion of a differentiated staffing program
which proposed a reduced certificated staff
and incorporated a clinical training center
for interns. The staff met periodically
with parents to inform them of the proposed
project.
e) A strong professional commitment to the concept
of differentiated staffing was demonstrated by
the faculty’s placement of professional judg-
ment before personal interest. The total
staff developed a program which required that
more than half of their number be transferred
from a school which no faculty member desired
to leave.
f) Among the goals of the Florida School Staffing
Study was the development of differentiated
staffing programs which would incorporate a
career incentive plan as well as one that
would enable teachers to remain in the class-
room. The Norwood program was unique among
differentiated staffing designs in that the
plan developed committed the total staff to
full-time teaching responsibilities. Other
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programs have increased staff salaries but
have sharply decreased teacher contact time
with children by the addition of remote
administrative functions.
g) Through the involvement of the Florida State
Department of Education the local educational
agency was encouraged to change county budget-
ary accounting procedures. The role of year-
long interns became identified as a teacher
aide unit. Additionally, the state provided
valuable assistance to the Norwood staff in
the development of their inservice education
model for teachers and administrators. This
inservice education model was a vital pre-
requisite to the implementation of a differ-
entially staffed school organizational pattern*
4. Findings and conclusions relative to the effects of
the Norwood Differentiated Staffing Program on the
students
.
a) The level of academic performance by pupils
was assessed through the use of a pretest-
posttest equivalent control group experimental
design. The instrument utilized was the
Metropolitan Achievement Test in reading and
mathematics computation. A significant
difference in favor of the experimental group
did not emerge when an analysis of variance
was performed- Because of the newness and
uniqueness of the Norwood program, the time
allowed between the administrations of the
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Metropolitan may have been insufficient. The
Norwood students may have required more time
in which to adjust to altered conditions at the
school, whereas the control school was operating
in essentially the same manner this year as
last. Despite this, when students were con-
sidered on an individual basis, it was observed
that there was some increase in individual
academic achievement.
b) The school made concerted efforts to cultivate
an educational climate conducive to positive
student attitudes about school. In order to
assess accomplishment of this objective a
pretest-posttest control group quasi-experimental
design was used to determine the attitudinal
changes which took place in the Norwood students
as a result of participating in the program.
The School Morale Scale was administered to
fifty randomly selected students in grades two
through six at Norwood and the control school in
October, 1971 * In February, 1972 the Scale
was readministered to the same fifty students
at each school. Student morale at Norwood (as
well as at the control school) was high as
observed from a comparison of mean scores with
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reported Dade County means. However, a statis-
tical difference in favor of the control school
emerged when Norwood and control school means on
the teacher-student relationships subscale
were compared* It was conjectured that this
difference may have been due to the fact that
students at Norwood consider any adult a
teacher, and that what was measured at Norwood
was adult-student relationships rather than
teacher-student relationships*
When all data was considered, however, mean
student morale as measured by the School Morale
Scale was found to be very positive at Norwood.
It can be reasonably conjectured that a combina-
tion of factors contributed to the positive
results. Factors which may have led to the
establishment of a school climate that was con-
ducive to positive student attitudes include
the following: teaching pupils at their in-
structional level, a positive outlook upon and
treatment of pupils by teachers, generally good
teacher morale, positive relationships with
other students, community support and parental
Involvement, and elimination of forced compe-
tition among pupils by the school*
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5* Findings and conclusions relative to the effects
of the Norwood Differentiated Staffing Program on
the community.
a) An important objective for the school was to
cultivate positive community attitudes about
the school and education. To assess progress
in meeting this objective the parents’ atti-
tudes were surveyed by means of a series of
three structured phone surveys composed of non
open-ended questions. In October, 1971.
February, 1972, and April, 1972 three groups
of fifty randomly selected parents were contacted.
An analysis of the results showed some differ-
ences in the percentage of positive responses
among the three groups. Responses indicated,
however, that the parents generally supported
Norwood's program*
b) By utilizing the telephone survey Instrument,
the teachers were better able to organize a
curriculum and program of activities to meet
the needs and wishes of the community.
Parent opinions regarding the education of
their children were utilized to a great extent
by the Norwood staff in the modification of
the school's program of activities. The three
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surveys served to incres.se teacher—community
contact, which proved to be a desirable out-
come .
6. Findings and conclusions relative to the effects
of the Norwood Differentiated Staffing Program on
the staff.
a) Organizational patterns resulting in effective
staff utilization were developed and demon-
strated* The fourth objective stated was to
insure that maximum teacher time be spent on
high level professional tasks. A school
personnel weekly task log procedure was im-
plemented from November, 1971 to April, 1972.
Data for a seven week span during the months of
November, 1971 through January, 1971 was
assembled in graphic form and subsequently
analyzed. Data for a six week span occurring
during the months of February, 1972 through
April, 1972 was also assembled in graphic form
and subsequently analyzed. (These weeks were
selected because data at these times was the most
complete.) The log supplied an overall average
performance score as well as a record of the
number of tasks performed at each of three
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levels varying in complexity. An analysis of
the data suggested that although differentiation
was evident in overall average log scores, this
fferentia t ion was not as obvious when the
average number of tasks performed at each level
were considered.
b) lhe school had a positive effect on the teaching
staff. Through the use of a pre- and posttest
quasi-experimental design the attitudinal changes
which took place in the teachers on the staff as
a result of participation in the program were
determined. These attitudinal changes specifically
related to the professional staff's perception of
job satisfaction, a feeling of goal accomplishment
and a sense of alienation.
The two instruments which were used in assessing
the accomplishment of this objective were the
Purdue Teacher Oplnionaire and the Peck Sense of
Power Scale
.
In June of 1971 the Purdue Teacher Oplnionaire
was administered at Norwood and the control
school as well as at all other District schools.
The Norwood staff was retested in February, 1972.
An analysis of the data suggested that the morale
of Norwood teachers was high.
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The Peck Sense of Power was administered to the
staff in October, 1971 and readministered in
April, 1972. The results indicated that there
was no difference in the mean scores of the
Norwood group between the two administrations*
Teachers apparently felt that they had a great
deal of freedom and control over their teaching
environment. Most teachers felt that they them-
selves: (1) could determine what they could
teach in the classroom, (2) could persuade the
principal to give wholehearted support for new
ideas which they initiated, and (3) felt free to
experiment with new teaching procedures even if
the principal did not favor the new approach*
This suggests that the majority of teachers
believed that they were able to influence the
course of events within the school program and
that their sense of alienation was negligible,
c) Teachers and interns were in general agreement
that a differentiated staffing organizational
design such as Norwood’s provided unique training
opportunities for all concerned* The tenor of
responses to the questionnaires and interviews
reported in this study was generally favorable
and seemed to indicate that the accomplishment of
this objective met with reasonable success*
268
According to self-report, teachers and interns:
(1) learned new and different techniques of
teaching, (2) experienced positive growth and
development and personal feelings of accomplish-
ment, (3) felt that Norwood was a stimulating
and challenging environment, and (4) their
chances for advancement in the profession were
greater as a result of having worked at Norwood*
d) According to self-report, the Norwood staff found
the summer workshop valuable in many respects:
(1) the teachers were able to identify their
needs and therefore select those activities for
the workshop that were most relevant for them,
(2) the teachers played a part in selecting the
resource people that they felt were the most
qualified in meeting their specific training
needs, and (3) all decisions for the workshops
included the collective input of the total
teaching staff.
e) A high degree of cognitive change took place among
the staff as measured by the results of a teacher
cognitive test administered twice to the Norwood
staff (October, 1971 and March, 1972) and once
to the control school (October, 1971) • The
results suggested that a high degree of knowledge
was gained by the Norwood staff as a result of
participating in the summer workshop training
experience
•
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Implications
Based upon the findings, conclusions and probable
Implications of this study, the investigator makes the follow-
ing recommendations:
1. Recommendations for changes which should be made for
the second year of the Norwood program.
a) As a result of one year’s practical experience,
the Norwood staff should review their preconceived
model of differentiation for possible modifications
of goals, objectives, role descriptions and in-
structional program components.
b) By adding open-ended questions to the community
telephone survey, valuable parent feedback could
be obtained. In this manner, program modifica-
tions and revisions could become even more
responsive to community perceptions and attitudes.
c) The Weekly Task Log Procedure should be employed
during the second year as more of a feedback
mechanism than as an evaluative procedure. In
conjunction with various systematic observation
techniques, the Task Log could serve as a
valuable tool with which to analyze the functions
and tasks of the various differentiated roles.
d) The Review Advisory Committee was of great benefit
to the program and should be continued during the
2?0
second year of operation. In order to increase
its effectiveness, a member of the Dade County
School Board should be included as an active
participant of the Review Advisory Board.
Because federal support will end after the second
year of implementation, the cultivation of local
education agency support is essential for smooth
continuation of the project.
e) Some definite attempts to give students more
experience in taking group tests should be pro-
vided. County policies mandate that standardized
group achievement tests be used as an accounta-
bility measure. Because of the highly individualiz-
ed nature of Norwood's curriculum this year, little
practice in group testing was provided.
f) The cooperating universities involved with intern
training programs should be invited to assist in
planning more intensified clinical experiences
for interns. It is suggested that the universities
decrease the course load for interns if suitable
clinical experiences can be substituted.
g) The Summer Workshop experiences were highly
successful. A second summer training workshop
should be planned to continue these benefits-
It would be especially helpful to include sessions
2?1
in the administrative and instructional aspects
of training interns.
h) The Team Coordinator role proved to be especially
advantageous to the differentiated staffing pro-
gram at Norwood. By increasing the number of
Team Coordinators, general school operation could
be expedited.
i) The Norwood staff should explore ways to diffuse
the differentiated staffing program throughout
the county since, after next year, the Florida
School Staffing Study will no longer exist.
Possible avenues to explore in this regard are:
(1) the establishment of a speaker's pool of
teachers from Norwood,
(2) the issuance of invitations to visit Norwood,
and
(3) the developing of an informational brochure
similar to the one developed at the Mary
Harmon Weeks School in Kansas City, Missouri.
j)
The intern program for Juniors should be modified
because it was found that they were performing
tasks very similar to the senior interns but were
still required to serve as interns for an
additional period of time in order to meet State
certification requirements.
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2. Recommendations for procedures to be used in the
assessment of the program for the second year,
a) The staff should continue to assess the same six
selected objectives for the second year in order
to maintain program continuity. However, con-
sideration should be given to adding other needed
objectives from the original thirty-one, or to
developing new objectives derived from the results
of first year experiences.
b) The staff should become more involved in con-
ducting their own assessment. Their level of
training and knowledge has reached a point where
the various members of the staff now have enough
experience and capability to assist in the develop-
ment and implementation of an assessment system.
c) A concept test in mathematics should be added to
the assessment instruments used to measure academic
proficiency in mathematics. The instrument utilized
in the first year assessment measured computational
ability, whereas the Norwood program stresses con-
cept development in their instructional program.
d) The assessment of the six selected objectives of
the school program generated an abundance of base-
line data. The assessment design for the second
year of operation should capitalize upon this
273
1 i -
III
'
data rather than relying on a design which
stresses control group comparisons,
e) More unobtrusive measures should be employed
in assessing the effectiveness of the program.
School vandalism reports, attendance reports,
and records of visitors and their comments might
be studied and analyzed for trends and implica-
tions
•
3» Recommendations for the components of the Norwood
Differentiated Staffing Program and assessment
program which could be adapted by other schools.
a) Interested schools should utilize on-site visita-
tion of differentiated staffing schools prior
to model development. The objectives of the pro-
gram should be explicit, operationally defined,
understood and accepted by all concerned.
b) A sound design for assessment should be developed
prior to program implementation. The inter-
mediate and long range desired results should be
indicated.
c) The State Department of Education should be
involved in planning for differentiated staffing
in order to develop a close, working relation-
ship with the certification and accreditation
agencies at the state level*
i
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d) The local classroom teachers associations should
be involved in order to develop strong commitment
among the teachers involved in the project and to
create positive communication with other teachers
in the community.
e) An atmosphere of openness and trust should be
developed prior to any active exploration of
differentiated staffing as a mode of operation.
f) The number of objectives selected to be assessed
during the first year of the project should be
limited to a workable number.
g) Various ways should be explored to utilize
existing budget allocations in the implementation
of a differentiated staffing program. County and
State involvement and cooperation in this regard
is not only desirable, but essential.
h) Definite plans for training should be made prior
to implementation since effective flexible staff-
ing organizational designs mandate an innovative,
flexible curriculum.
i) Teachers should be actively involved, with a
minimum of administrative direction, in the
formulation of the differentiated staffing pro-
gram they will be responsible for implementing.
j) Schools, school districts and state
departments
of education should investigate differentiated
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staffing as a viable vehicle for educational
inprovement. The Norwood Differentiated Staff-
ing Program has been operating for one year.
Although it may be too early to draw firm con-
clusions or to ascribe permanent benefits to the
program, many indications of success have emerged
from this study.
By utilizing a more efficient and flexible staffing
pattern, greater professional commitment among teachers was
facilitated. It became easier to effect desirable learning
climates for students. Unique training patterns for entry
into the profession and for maintenance and enhancement of
teaching skills became possible* Beneficial, innovative
relationships with local, county and state agencies were
explored.
The Nor'wood story is just beginning. The program
has been an exciting, if tentative, step in the direction of
Improving the total educational process.
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SCHOOL MORALE SCALE
NAME SCHOOL
f
DATE BOY GIRL GRADE
Directions: This is not a test. This booklet lists a series of state-
ments about your school. Read each one and decide whether you agree or
disagree with the statement. If you agree, put a capital A in front of
the statement. If you disagree, put a capital D in frcnt of the state-
ment
.
This is a part of a project being dona at many different schools all
over the country. No one at your school will see your answers, they
will be collected and taken away right away. So answer as frankly as
you can. You will probably find that you. agree with some of them and
disagree with others.
Remember: Do not answer they way you think you should, but the way you
really feel.
1. Compared to most school buildings I've seen, this building is
nicer
.
2. There are many more audio-visual materials available at this
school
.
3. There are too many rules and regulations at this school.
4. The people in this community want the schools to try out new
educational methods and materials.
5. If there were more clubs here, this school would be a lot
friendlier place.
6. All my teachers know me by name.
7. I look forward to Friday afternoons because I won't have to go
to school for two days.
_8. My school building is too large; it is too far to walk from
one class to another.
9.
Our library is not a very friendly place.
10. The principal of this school is very fair.
11. My parents feel the community is spending too much for education.
12. Most of my friends go to the same school that I cc.
13. Most of my teachers laugh at my mistakes in class.
14.
I'd rather go to this school than most.
15.
My school is too crowded.
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16. This school has helped me develop hobbies, skills andinterests I didn't have before.
-I?* There are not enough janitors in my school to keep it
clean.
-18 * Teachers in my school get higher salaries than do teachers
in nearby cities and counties.
19. Host of the students here aren’t very interested in how the
school athletic teams do.
20. Most teachers here help me feel comfortable and at ease in
class
.
21. Often I’m afraid that I’ll do something wrong at school.
22. This school building is the nicest I have ever seen.
23. There is too much emphasis on the "three R’s" at this school
and not enough opportunity for students to develop their own
interests
.
24. The guidance counselor here is helpful, (leave blank if there
is no guidance counselor in your school)
25. The parents of most of the students here are not very
interested in the school.
26. This school has just about the right number of students in it
for me.
27. Teaching is just another job to most teachers at this school.
28. I would not change a single thing about my school, even if I
could
29. This school building is old and run-down.
30. Our homework assignments are fair and reasonable.
31. There is too much supervision of students at this school.
32. This school district spends more money on education than most
school districts do.
33. Sometimes I'd just as soon eat lunch by myself, rather than
with the other students here.
34. Most teachers at this school don’t have any "teacher’s pets."
35. If it were possible, I would transfer to another school.
36. If I were a teacher I would want to teach in a school like
this one.
37. Often I do more work and do it better than someone else, but
I don’t get any better grade for it.
38. The principal of this school knows most of the students by
name
.
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39. Few of the parents attend school plays, sports activities,
open houses, etc.
40. The older children at this school are very friendly toward
the younger ones.
41. The teachers here are more interested in keeping the school
bright and shiny than in helping the students.
42. I am very proud of my school.
43. Most of the classrooms in this school are drab and undecor-
ated .
44. At this school we can take subjects like Typing, Shop, and
Music which are of special interest to us.
45. The cafeteria here is too noisy.
46. The people in the city (or county) I live in are very in-
terested in having good schools.
47. I wish that I went to a school which has fewer students than
this one.
48. Most of the teachers at my school are very friendly and
understanding
.
49. I get scolded a lot at school.
50. My school is a comfortable one.
51.
Sometimes the assignments we are given are not very clear.
52. The janitors in my school do a good job.
53. Most parents really aren't interested in how good our school-
ing is
.
54. There is a lot more "school spirit" here than at most schools.
55. There is not a single teacher in my school who I could go to
with a serious problem.
56. I am lucky that I get to attend this particular school.
57. This school building is just about the ugliest I have ever
seen.
58. My teachers use a lot of books, references, and audio-visual
materials to help me learn.
59. Students are likely to get severely punished here for small
offenses
.
60. The leaders of this community have provided school facilities
equal to those anywhere.
61. I wish the other children at this school were friendlier to me.
62.
63 .
The principal and teachers here are properly appreciative when
a student has done something outstanding.
There is a lot of wasted time at this school.
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64. My school building is the only one of its kind in the
country
.
65. The textbooks used in this school are pretty dull and
uninteresting.
66. Things are done at this school in a neat, orderly way.
67. This school district doesn’t spend much money on its schools.
68. I have many good friends at this school.
69. Teachers do not seem to understand the needs and problems
of students here.
70. Each morning I look forward to coming to school.
71. My school is often dirty and smelly.
72. Our library is well—stocked with good books and many
reference materials.
73. The principal and assistant principal are too strict here.
74. The P.T.A. at this school is very active.
75. There is no place in this school for a student to be by
himself to think through a problem.
76. Students here pretty much get the grades they deserve.
77. Many of my friends at this school would like to go to another
school instead.
78. There are many things in this school building which need to
be repaired.
79. The school work is too hard at my school.
80. The assistant principal knows the names of most of the
students
.
81. The community really supports our school.
82. I don’t like most of the other students at this school.
83. Too many of my teachers are mean or unfriendly.
84. I am ashamed of my school.
NORWOOD ELEMENTARY SCHOOL PHONE SURVEY
NAME PHONE
ADDRESS GRADE OF STUDENT
Hello, my name is
and I'm calling you on behalf of Norwood Elementary School to get
your opinion on how our elementary program can be improved. Would
you help by answering a few questions?
(1) yes (2) no
You probably remember and are familiar with the ABCDF grading system
used in school. I'd like to get your opinion on certain school
activities by asking you to grade them on that same ABCDF scale. On
that basis, what grade would you give to the following questions?
1 . How well do you think Norwood Elementary is
teaching the 3 R's (reading, writing,
arithmetic)? A B C D F not sure
2. How well is your child's learning at Norwood
meeting his present needs? A B C D F not sure
3. How well is your child's learning at Norwood
meeting his future needs? A B C D F not sure
4.
How well do you rate the total program at
Norwood? ABCDF not sure
5
What kind of job are the teachers doing in
Norwood? ABCDF not sure
6.
What kind of job does the principal do at
Norwood? ABCDF not sure
7. What do you think of the grading system
used at Norwood to mark your child's work? A B C D F not sure
8. What do you think about information you
get concerning Norwood? A B C D F not sure
9. Have you been in the Norwood school? yes no
10,
How many times have you gone to Norwood this year?
several times once or twice not at all
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11. During this year, how many times have you talked with at least
one of the Norwood teachers?
several times once or twice not at all
12. During this year, how many times have you talked with the
principal of Norwood?
several times once or twice not at all
Thank you very much for your cooperation. Good bye I
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Log Number
SCHOOL PERSON! Ill, WEEKLY TASK LOG
SCHOOL
DATE TO
month day month day
nore
:han
6
3 to 6
times
Once
or
twice
TASK
1. Administered and graded standardized and/or
teacher made tests.
2. Supervised playground activities and games.
3. Han A-V eauipment.
4. Diagnosed student learning problems.
5. Administered routine first aid.
7. Conducted student conferences.
—
-4
8. Supervised and assisted children in their
independent learning activities.
9. Prescribed appropriate learning tasks,
techniaues, etc.
10. Provided inservice training for team members.
l ^ Designed learning activity packages. .
14. Assembled learning activity packages. —
lb. Made classroom language experience charts. _
—
17. Constructed instruments., ...
18. Repaired clothing, materials, manipulative
eauipment, etc. ——
19. Conducted parent conference. —
NAME
POSITION
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More
than
6
3 to (T
times
Once
or
twice
TASK
20. Planned and evaluated instructional
experiments.
21. Selected materials appropriate for specific
learning activities.
22. Transported and/or supervised movement of
children.
23. Took attendance.
24. Typed materials and tests.
25. Collected money or lent lunch money.
26. Attended inservice training workshops.
27- Observed higher order instruction of students.
28. Developed skill sequences from knowledge of
learning processes.
29. Planned and/or supervised training programs
for new personnel and paraprofessionals or
Jjitern^,
30. Evaluated progress of individual students.. . ....
31. Distributed papers and notices.
„
32. Filed, indexed, ordered, catalogued.
33. Cared for animals, plants, and equipment.
34. Made announcements.
35. Gathered and distributed appropriate materials
36. Read current professional literature.
37. Maintained cumulative records and/or report
cards.
38. Observed child behavior at a variety of tasks.
30. Dusted and straightened room and materials.
40. Listened to children's problems.
41. Counseled students.
42. Explained and interpreted program to parents
and visitors. -
43. Operated duplicating eouipme'nt.
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More
than
6
3 to 6
times
Once
or
twice
TASK
44. Implemented student discipline procedures.
Made schedules for children.
46. Guided interaction of students in small
and large groups.
47. Organized (space, time, people, materials)
for instruction.
48. Instructed from commercially prepared lesson
plans or from plans supervised by another.
49. Ran errands.
50. Engaged in higher order instruction.
?1. Evaluated program's progress.
52. Read to children.
Listened to children read.
54, Gave individual and/or group instructions.
55. Replenished supplies and materials.
56. Corrected papers.
57. Planned curriculum (either long range or
short range).
58. Supervised large groups at assemblies,
student council, etc.
59. Participated in evaluation of another's
60. Previewed and reviewed materials and media.
Presentations. - .
l
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LEVEL I
Most Professional
4
7
9
10
13
17
19
20
21
28
29
30
36
41
42
47
50
51
57
59
LEVEL II
Less Professional
1
2
8
11
14
15
16
22
26
27
35
37
38
40
44
45
46
48
53
54
56
60
LEVEL III
Least Professional
3
5
6
12
18
23
24
25
31
32
33
34
39
43
49
52
55
58
Level I - These are tasks that would be performed by a master teacher or an
extremely competent teacher. Some of theae tasks could be attempted by interns,
but they would probably need more experience to adequately perform most of them.
Level II - These are tasks that a teacher or senior intern could perform.
Level III - These are tasks that could be performed by a junior intern or a
paraprofessional.
As an intern moves through the training sequence, he would theoretically be
performing more tasks from levels two and three, not just level three. It is
also assumed that a master teacher would perform mostly level one tasks,
occasionally doing level two tasks, but seldom performing level three tasks.
Scoring: Total numbers in each column. More than 6 is column one. "3 to 6" is
column two. "Once or Twice" is column three. Each response is weighted according
to the column and level of the task.
Col.
Col.
Col.
Total
Grand
Level I Level II Level III
1 - 9 Col. 1 - 6 Col
2 - 8 Col. 2 - 5 Col
3 - 7 Col. 3 - 4 Col
the number of 9's, 8's, 7' 8, etc.
total can be divided by number of responses to determine average score.
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FORM B
THE PURDUE TEACHER 0PINI0NA1RE
Prepared by Ralph R. Bentley and Averno M. Rempel
This instrument is designed to provide you the opportunity to express your opinions about
your work as a teacher and various school problems in your particular school situation. There
are no right or wrong responses, so do not hesitate to mark the statements frankly.
A separate answer sheet is furnished for your responses. Fill in the information requested
on the answer sheet. You will notice that there is no place for your name. Please do not record
your name. All responses will be strictly confidential and results will be reported by groups
only. DO NOT OMIT ANY ITEMS.
DIRECTIONS FOR RECORDING RESPONSES ON ANSWER SHEET
Read each statement carefully. Then indicate whether you agree, probably agree, probably
disagree
,
or disagree with each statement. Mark your answers on the separate answer sheet
in the following manner:
If you agree with the statement, blacken the space
If you are somewhat uncertain, but probably agree with the state-
ment, blacken the space
If vou are somewhat uncertain, but probably disagree with the state-
A PA PD D
f) n n n
PA PO 0
u u u
n g n n
A
L
PO 0
u i u u
n n | n
A PA 0
u u w u
n n n
A PA PO
if
u
All marks should be heavy and completely fill the answer space. If you change a response,
erase the first mark completely. Make no stray marks on the answer sheet. Please do not mark
this booklet.
Copyright 1964. Purdue Research Foundation.



